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Title: Metropolitan School Administrators: Work Values, Role 
Perceptions and Burnout. 
APPROVED BY MEMBERS OF THE 
The purpose of this study was to identify the work 
values of public school administrators (as measured by the 
Ohio Work Values Inventory, OWVI), and to determine the 
relationship between public school administrators I role 
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perceptions that are associated with burnout (as measured by 
the Administrator E.2k Perception Inventory, ARPI), and their 
work values. 
Cluster sampling by district was used; i.e. all adminis-
trators within each of ten urban and suburban school dis-
tricts in Oregon and Washington comprised the initial sample. 
The responding sample included 388 administrators. 
The independent variables of the study were level of 
administration and the biographical descriptors of sex, age, 
education, administrative work experience and years of admin-
istrative experience at the same job and at the same loca-
tion. The dependent variables were the seven constructs of 
the ARPI (Accomplishment, Expectation, Motivation. Psycho-
physical State. Relationships, Time and Total ARPI) and the 
11 constructs of the OWVI (Altruism, Control, Ideas/Data 
Orientation, Independence, Money, Object Orientation, Pres-
tige, Security, Self-realization, Solitude and Task Satisfac-
tion) • 
The results indicated only moderate burnout in adminis-
trators in the sample and statistically significant dif-
ferences in the burnout among different levels of administra-
tion, indicating administrators were coping adequately with 
stress factors at time of year assumed to be particularly 
stressful, and administrators at the building levels and in 
the central office reflected similar degrees of burnout. 
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There were no statistically significant differences 
in administrator, indicating male and female administrators 
be expected to reflect similar degrees of burnout. 
There were no statistically significant differences in 
nine of the 11 work values measured. 
assigned statistically significantly 
Women administrators 
importance to the 
work values of Self-realization (preferring work that permits 
the individual to utilize his or her skills, abilities 
talents and allows for continued personal growth) and 
Ideas/Data (preferring to work with facts and ideas and 
creating and communicating ideas). 
In total, there were 35 statistically significan t 
relations between the OWVI scales and the ARPI subscales and 
the Total ARPI scale. indicating there statistically 
significant relationships between administrator work values 
and role perceptions associated with burnout. 
Analyses of variance indicated statistically significant 
differences between three work values of central office ad-
ministrators and elementary school administrators, with 
tral office administrators assigning statistically signi-
ficantly more importance to the work values of Prestige and 
Independence and statistically significantly less importance 
to Altruism than did elementary school administrators. Ad-
ditionally. central office administrators assigned statis-
tically significantly more importance to Independence than 
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did administrators at the Middle/Junior High Schools and High 
Schools. 
Administrators assigned the greatest importance to the 
work value of Task Satisfaction, indicating respondents 
assigned great importance to work that is interesting and 
enjoyable. The work value of Solitude valued the least 
of the 11 work values measured, indicating little importance 
given to a job in which the administrator had few 
brief structured encounters with other individuals. Adminis-
trators assigned considerable importance to the work values 
of Altruism, Independence and Ideas/Data. 
Administrators assigned moderate to considerable impor-
tance to the work value of Money. In fact, the mode for this 
scale was 35, the highest possi ble However. the scale 
of Money not statistically significantly correlated with 
any of the ARPI subscales nor with the Total ARPI scale, 
indicating administrative burnout is not related to the im-
portance individuals assigned to Money. 
Examination of the reliability and validity of 
the OWVI and ARPI indicated both instruments have satis-
factory reliability and validity with the sample population. 
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CHAPTER I 
INTRODUCTION 
The nation's educational system has become a national 
issue. It is being criticized by citizens on national, 
state and local levels. School boards and others are close-
ly examining the schools to determine why students are not 
achieving excellence in their educational performance. Pro-
jects such as "Search for Effective Schools" (Edmonds. 1979) 
have attempted to identify and analyze schools that 
instructionally effective. National Commissions Excel-
lenee in Education have been established to determine fac-
tors associated with greater student learning. In the 
ination of factors leading to positive student performance. 
literature indicated that the instructional leadership of 
school is crucial to the effectiveness of the school (Ed-
monds, 1979; Clark, Lotto and McCarthy, 1980). It is reason-
able, then, to direct research at the administrative levels 
of school systems to detemine more explicitly how leadership 
contributes to the effectiveness of schools' educational 
programs. 
One factor thst may be affecting public schools is 
change in the work values of American workers. Some workers 
appear to be alienated. reflecting a general unhappiness in 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
work settings or a lack of commitment to productive out-
Since management has all interest in productive 
kers. organizations are attempting to identify the current 
work values of their employees in order that the organiza-
tions may implement management practices that compatible 
with those values (Howard. 1981). Employees whose work 
values violated in job settings can feel stress which 
ul timately leads to burnout. 
Research on stress and burnout has indicated that 
individual's values may be related to stress and burnout 
(Persson and Sjoberg. 1978; COClper, 1981; Levinson. 1981; 
Norman, 1981). For instance, the values of Task Satisfac-
tion and Self-realization, defined in the Definition of 
Terms, may be related to burnout. Individuals desiring to 
realize more than just a paycheck from a job may be deter-
mined idealists who have a higher need to do the job well 
for its own sake. These individuals tend to be more prone 
to burnout. Other values that may be linked to burnout are 
described in the review of the literature. 
Research on the subject of stress has been ongoing for 
40 years, beginning with the work of Hans Selye, first 
at McGill University, and then at the University of Mon-
treal's Institute of Experimental Medicine and Surgery. 
Since Selye's (1936. 1946) initial research, thousands of 
separate reports on stress research have been published 
well as a great number of books. Stress is discussed in 
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both popular and academic literature. The simplest and most 
generally-accepted definition of stress, according to Selye 
(1976), is the "nonspecific response of the body to any 
demnnd Tl (p. 472). Research has documented the detrimental 
costs of stress in terms of the serious mental and/or physi-
cal illnesses that can result from inadequate coping with 
stressors. The U. S. National Clearing House for Mental 
Health Information has placed a monetary value upon the 
decrease in the productive capacity of workers who 
suffering the effects of debilitating stress (Swent and 
Gmelch, 1977). 
Since approximately 1974, the term "burnout ll has begun 
appearing in the literature. Burnout may be described as a 
syndrome of physical and emotional exhaustion involving 
development of a negative self-concept, negative job atti-
tudes and a loss of feeling for the individuals clients 
served (Freudenberger, 1975; Maslach and Pines, 1977; Kahn, 
1978; Pines and Maslach, 1978). Although this term had been 
defined in the dictionary before 1974 (Gove, 1961), refer-
ring to process of failing, wearing out becoming 
exhausted due to the excessive demand made upon one r S ener-
gy, strength and resources, it was not used in the study of 
stress until approximately 1974, after which time several 
authors began to use the term in reference to staff who 
displayed specific set of physical and behavioral signs 
indicating the staff person had begun to "wear out" (Kahn, 
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1978; Maslach, 1978; Gentile and McMillan, 1980; Rieken, 
1980; Veninga and Spradley, 1981). Subsequently, research 
has developed to help explain the burnout response to pro-
longed and excessive stress (Freudenberger, 1975, 1977; 
Chance, 1981; Levinson. 1981; Maslach & Jackson, 1981). 
Since burnout is painful, personally destructive and 
costly to organizations in terms of excessive absenteeism 
and inefficiency on the job. many researchers have studied 
the phenomenon. Their studies have defined the term "burn-
out, II listed its causes and symptoms and identified those 
people who might be prone to burnout. Additionally, various 
authors (McGhee, 1963; McLean, 1974; Selye, 1976; Cooper, 
1981; Gherman, 1981) have suggested strategies to cope with 
stressors in order to prevent burnout. 
Burnout may be one factor negatively affecting our 
public schools according to several authors (Ricken, 1980; 
Lipovenko, 1981; Morrow, 1981 j Wax, 1983). Burnout among 
public school administrators can have a devastating effect 
upon the education of children, since burned-out individuals 
withdraw and distance themselves from children, peers and 
parents. Burnout has been found to be a significant factor 
in poor job performance, high absenteeism and a lack of 
employee motivation on the job in other professional fields .. 
This research, then, directed at the administrative 
level of school systems in order to provide data on adminis-
trator work values and role perceptions that would be useful 
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in increasing administrator productivity and would be useful 
in reducing administrator burnout. 
Statement .2.i the ~ 
The problem was to identify the work values of public 
school administrators, as measured by the QhiQ.. Work Values 
Inventory COWVI), and to determine the relationship between 
public school administrators I role perceptions that 
associated with burnout, as measured by the Administrator 
Role Perception Inventory CARPI), and their work values. 
The data of this study were analyzed as indicated below. 
I. 1ll Levels ..Qf Administration. Are there signifi-
cant differences in work values and administrator role 
perceptions when comparisons are made by different levels of 
administration? 
II. 1ll Background Data. Are there significant dif-
ferences in work values of administrators and role percep-
tions of administrators that are associated with burnout 
when comparisons are made by 
A. Sex of administrator? 
B. Age of administrator? 
C. Education of administrator? 
D. Administrative work experience of administrator 
in the fie~ d of education? 
E. Years of administrative experience at present 
position? 
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III. 1i1. Specific Scales .Q...£ ~ Instruments. What 
the relationships between specific scales on the Administra-
..tQ.!:. Role Perception Inventory and specific scales on the 
Qh.i.Q. Work Values Inventory? 
Levels of administration were analyzed to determine 
whether stress and burnout were more prevalent in the 
tral office versus the building level, at the high school 
level the middle school/junior high elementary 
levels, etc. If there is more stress at higher levels of 
administration, there is a greater likelihood for indivi-
duals at these levels to experience burnout. Additionally, 
the work values may be different at different levels of 
organization (Centers, 1949; Rosen and Weaver, 1960; Porter, 
1961), and an individual's work values may affect the pro-
pensity to burn out (Levinson. 1981). Research also has 
indicated individuals in higher levels of organizational 
hierarchies have greater responsibilities and may be subject 
to more stress (Greenwood and Greenwood, 1979). One's job 
responsibilities, then, could be a factor in burnout in 
terms of the level of job responsibilities, stress and work 
values of the individuals. 
Background data of administrators analyzed to 
determine whether there were significant relationships be-
tween such data and an individual! s work values and level of 
burnout. Previous research has found that there is a posi-
tive relationship between age and emotional exhaustion 
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(Wax, 1983). Analysis of male versus female role percep-
tiona and work values provided data as to whether the women 
administrators in the sample experienced similar burnout and 
possessed similar work values "as their male counterparts. 
Also, it has been postulated that individuals who do the 
same job over a long period of time at the same work site 
may be more prone to burnout related to the length of tenure 
in a position. This study provided data to help determine 
whether there are significant differences in work values and 
role perceptions of administrators who show signs of burn-
out. 
Specific 
determine the 
scales on the instruments analyzed 
relationships between the six subscales 
to 
and 
the Total ARPI scale on the Administrator ~ Perception 
Inventory and the eleven scales 
Inventory in order to determine which work values may be 
related to burnout. Previous research suggested that there 
may be relationships between one 1 s burnout and one 1 s value 
for control. self-realization, prestige, task satisfaction, 
altruism and solitude (Freudenberger, 1974, 1975; Freuden-
ber ger and Richelson, 1980; Levinson, 1981; Norman, 1981; 
Pines, Aronson and Kafry, 1981; Wax, 1983). This study 
provided data as to whether such relationships exist. 
Importance .Q.f the Study 
Burnout may have important implications for the public 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
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schools. Burned-out professionals lack motivation for 
their work. and burnout leeds to a high degree of costly 
turnover and absenteeism. Additionally, burnout has been 
said to be a significant factor in low worker morale, poor 
performance, and the poor delivery of services to people who 
need them. As Maslach and Pines (1979) stated about burn-
out, "Furthermore. it is correlated with other negative 
indexes of personal stress, such as alcoholism. mental i11-
ness, and mari tal conflict" (p. 247). Burnout is harm-
ful both personally and professionally to educators. and the 
existence of administrator burnout could adversely affect 
the leadership in our public schools. 
Although burnout among public school administrators 
may be devastating to our schools, administrator burnou t 
is just beginning to be researched. In fact, research using 
the Administrator ~ Perception Inventory began in August 
of 1982 when members of the Confederation of Oregon School 
Administrators (COSA) completed "the inventory. Instead, 
studies in the field of education have concentrated on 
teacher burnout and the accompanying detrimental effect upon 
student achievement. Additionally, burnout among policemen, 
social-welfare workers, social workers, social-service 
workers, psychiatric nurses, poverty attorneyst college 
teachers, childcare workers, clinical psychologists and 
psychiatrists 
institutions 
in mental hospital, 
for the mentally retarded, 
supervisors of 
prison 
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personnel, and physicians has been investigated with the 
Mas1ach Burnout Inventory (Maslach and Pines, 1979). 
Research in the area of administrator burnout and work 
values is useful in the following respects. 
1. This information will help administrators identify 
the warning signs of burnout in themselves and in their 
workers in order that they may take steps to counteract the 
effects of burnout and respond effectively to those who 
experiencing problems associated with burnout. 
2. Knowledge about factors contributing to burnout 
among administrators can help school districts restructure 
activities in order that the work environment will help to 
satisfy better the needs of administrators. 
3. Many scholars (Gooding, 1972; Sheppard and Her-
rick, 1972; Editorial Research Reports, 1973; Special Task 
Force, 1973; Tarnowieski, 1973) have inferred from ,their 
studies that fundamental changes are taking place ir. the 
traditional beliefs held about work as a human activity. In 
order to respond to these changes taking place in employee 
work values and to elicit the maximum productivity and 
creativity from management personnel, school districts need 
to know the work values of their administrators. 
4. Work value theorists postulate it is possible to 
predict how employees will react to a given situation. That 
is, the favorableness of employee response to certain job 
tasks and leadership styles can be predicted depending upon 
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one's work values. This knowledge can be used to help make 
the employees more happy and more productive the job 
(Howard, 1981). 
5. An understanding of administrator ;.]ork values may 
help school districts more clearly understand managerial 
moti vation. 
6. An understanding of one' 5 own work values can 
help administrators understand people with differing values. 
7. Information on administrator work values aid 
in the development of an adequate reward system. 
8. An understanding of one's work values can help the 
school administrator understand stress factors in the job 
setting when the job setting does not allow one to achieve 
those job values. 
9. An understanding of work values and burnout 
aid districts in the development of inservice programs to 
help administrators deal more effectively with the stress 
and demands of their jobs. 
10. The accumulation of empirical information in the 
field of administrator job burnout and work values can lead 
to hypotheses and subsequent formalized theories about these 
topics. as the inform;Jtion from this research will provide 
baseline data f or further research. 
Theoretical Foundations i!..!U!. Assumptions 
According to the authors of the Qhl£ Work Values 
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!1 
Inventory, (Hales and Fenner, 1973). which is the instrument 
employed in this research to measure administrator work 
values, the theoretical foundations of the OWVI be 
traced to the following: The personality theory of Horney 
(1945); the personality-need theory, as postulated by Maslow 
(1954) and adapted to an occupational choice theory by Roe 
(1956); worker functions, identified by the United States 
Department of Labor; self-theory. as presented by Combs and 
Snygg (1959)j and analysis of the values used in previous 
investigations. 
The following authors I research provided a foundation 
for the formulation of the variables associated with the 
measurement of administrator role perceptions, according to 
the authors of the Administrator ~ Perception Inventory 
(Hales and Wax, 1982), presented in a table developed by \.Jax 
(1983). 
TABLE I 
ORIGIN OF VARIABLES 
Variable 
Psycho-physical state 
Relationship 
Motivation 
Accomplishment 
Expectation 
Origin 
Pines and Maslach (1978) 
Pines and Maslach (1978) 
Bloch (1978) 
Otto (1980) 
Maslach & Jackson (1981) 
Warnath & Shelton (1976) 
Leeson (1980) 
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The variable called "negative time orientation"--a 
longing for the "good old days"--also is included by the 
authors in the Administrator Role Perception Inventory. 
This variable had not been researched prior to the formula-
tion of the ARPI. 
The following assumptions were part of the theoretical 
foundations of this study. 
1. As Mattingly (1977) stated, "'Burn-out' is 
painful and personally destructive response to excessive 
stress" (p. 127). 
2. Personality variables contribute to burnout 
(Freudenberger. 1975). 
3. An individual's needs contribute to job 
pressure than the reverse (Buck, 1972). 
4. Stress is present in everyone's life, but 
people have the capacity to handle stressful situations 
better than others. One's personality traits affects one's 
reaction to stress (Gherman. 1981). 
5. The work values of an individual associa ted 
with one's personality traits and an individual's needs and, 
therefore, may be related to burnout. 
6. School districts want their employees to be 
productive and creative and experience high morale. 
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Definition .2l. Terms 
The constructs of the Administrator Role Perception 
Inventory include Psycho-physical State, Relationships, 
Motivation, Accomplishment, Expectation and Time. These 
constructs are defined by the authors of the ARPI (Hales and 
Wax, 1982) as follows. 
Accomplishment! The of attainment of one I s 
professional goals. 
Expectation: The degree of discrepancy between 
one I S reality and one I s anticipated 
reality relative to one's job. 
Mati vat ion : The propensity to initiate action; the 
inclination toward proactivity. 
Psycho-physical 
State: The overall mental, emotional, and 
physical vigor and resilience of 
indi vidual. 
Relationships: The desire for and the quali ty of the 
continuous interaction with work-
related colleagues and clients; and 
the acceptance of oneself by clients 
and colleagues. 
The tendency to view the past 
bet ter than the present; a longing for 
the lIgood old daysll. A high 
indicates a "present ll orientation. 
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The following are the definitions of the constructs of 
the Ohio Work ~ Inventory employed in this study 
(Hales & Fenner, 1973). 
Altruism: 
Ideas/De ta 
Orientation: 
Signifies the importance given to the 
opportunity for involvement with other 
people in helping, supportive or 
service roles. quality of 
interpersonal giving by the valuer 
characterizes the relationships that 
are developed in the work. 
Indicates the importance of having an 
opportunity to take a leadership role 
or responsibility for other workers in 
the conduct of their work. The job 
itself gives the person an influencing 
or decision-making role with regard to 
the planning, supervision and evalua-
tion of workers. 
Indicates the importance of having 
opportunity to work with facts and 
ideas. high score on this scale 
signifies preference for dealing 
with, making sense out of, creating 
and communicating ideas. 
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Independence: Signifies the importance of work that 
allows the person to determine his 
working conditions. A high score 
this scale indicates a preference to 
be free from close supervision and to 
structure o~e I s own hours and methods 
of working. An element of control--
the desire for mastery over the work 
environmen t--is expressed in this 
value. 
Indicates the importance of work that 
enables the person to have 
substantial income--more than enough 
to assure basic needs. The value 
reflects a materialistic outlook--one 
in which the person 1 s desires for 
ID' _erial satisfactions and psycholo-
gical gratifications attendant upon 
wealth he realized. 
Ob jeet 
Orientation: Expresses the valuation of handling, 
tending manipula ting physical 
objects such utensils, mate-
rials, tools apparatuses. The 
value relates to work that in-
vol Yes making, fixing, operating 
changing the appearance of things 
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Self-
;-earrzation: 
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things. the results of which tend to 
be readily apparent and measurable. 
Concerns the desire for work that will 
bring a person recognition. An aspect 
of this value is the opportunity to 
meet associate with important 
people. 
Concerns the desire for work tha t is 
steady and dependable. The work may 
be fulltime, part time or seasonal; but 
it is quite immune to unpredictable 
layoff dismissal6 
Expresses preference toward work 
permitting the individual to utilize 
his skills, abilities or talents. The 
work allows for continued personal 
growth and realization of one's full 
potential. 
Related to the preference for work 
situations characterized by the ab-
sence of close relationships with 
other people. The work can be done 
largely by one person, and it usually 
affords either few or brief structured 
personal encounters. 
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satisfaction: 
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Concerns the importance associa ted 
with work that generally is 
interesting and enjoyable. The work 
tasks the kind that an individual 
can, for the most part, look forward 
to doing. 
The following are the operative definitions of adminis-
trator role perception, burnout and work value used in this 
research. 
Administrator 
Role Percep-
~: The administrator I s unique and private 
perception of his or her phenomeno-
logical world in terms of expectation, 
moti vation, accomplishment I relation-
ships, psycho-physical state and time 
orientation (Wax, 1983, p. 83). 
syndrome of physical and emotional 
exhaustion involving a development of 
negative self-concept, negative job 
attitudes, loss of concern and feeling 
for clients (Maslach, 1978). 
The empirically measured tendency to 
react favorably to certain generalized 
conceptions about work (Fenner. 1972, 
p. 13). 
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This study of administrator burnout, which is a syn-
drome of physical and emotional exhaustion involving the 
development of a negative self-concept, negative job atti-
tudes and loss of concern and feeling for clients (as 
measured by the Administrator Role Perception Inventory) I as 
it relates to work values (as measured by the Ohio Work 
Values Inventory), contributes to research on stress and 
burnout. The results of this study should help administra-
tors identify warning signs of burnout in themselves and in 
their coworkers, help school districts structure activities 
in order that the work environment will better satisfy the 
needs of administrators, and contribute to the body of 
empirical information in the field, leading to subsequent 
formalized theories about the topics of administrator burn-
out and administrator work values. 
The data from this study were analyzed by levels of 
administration, by background data and by specific scales 
the Administrator B..Q.k Perception Inventory and the Ohio 
~ Values Inventory. 
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CHAPTER II 
REVIEW OF RELATED LITERATURE 
survey of the literature revealed that there has not 
been any systematic study of the relationship between 
school administrators r work value a and burnou t. However, 
the two variables have been researched independently. There 
is a considerable amount of research on the topic of stress 
that can lead to burnout. As Gherman (1981) stated 
Over 6,000 separate reports on stress research have 
been made in recent years, and the largest and most 
comprehensive stress documentation center in the 
world, at the International Institute of Stress in 
Montreal, Canada, houses over 120,000 volumes on the 
subject. (po 4) 
Since 1974, several authors have conducted research and 
have written specifically about the subject of burnout 
(Freudenberger, 1974, 1975, 1977; Haslach and Pines, 1977, 
1979; Mattingly, 1977; Kahn, 1978; Maslach, 1978; Pines and 
Maslach, 1978, 1980; Gann, 1979; Leeson, 1980; Neville, 
1981; Norman, 1981; Pines, Aronson, Kafry, 1981; and Wax, 
1983) . These authors and others will be included in the 
review of literature. Additionally, the variable of work 
values has been researched extensively in the literature. 
Some of the leading research in this field has been 
ducted by Holland, 1966; Super, 1968; Hales and Fenner, 
1973; Hales and Yackee, 1974; and Hales and Hartman, 1977. 
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The related literature, developed in this chapter, 
begins with the research on work values. Next, relevant 
research pertaining to stress and burnout is reviewed. 
Finally, the related factors associated with stress, burnout 
and work values will be discussed. 
The review of the research of work values begins with 
historical perspective of the study of workers and their 
beha viars. Next, the study of vocational interests and 
their relation to personality theory is discussed. Then. 
the area of values is explored, including how values theory 
applied to the world of work. Finally, literature about 
the measurement of work values is reviewed. 
Historical Perspectives 
The interaction between work and workers has been 
studied by psychologists for over half a century. In 1913, 
Munsterberg's textbook titled The Psychology and Industrial 
Efficiency 
psychologists' 
landmark in terms of the beginning of 
with work behavior. At that time, 
however, Munsterberg and others focused research upon 
techniques concerned with personnel selection and placement 
and upon improving the physical aspects of the work 
environment. 
In the late 1930's research began to be directed 
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toward investigating the relationship of employee 
attitudes to the work situation. The Hawthorne at udies 
(Roethlisberger and Dickson, 1939) began this movement of 
investigating employee attitudes. Subsequent work by Lewin 
(Lewin, Lippi t and White I 1939) and each and French (1948) 
began to emphasize the significance of one's attitude and 
feelings toward one's work. By 1957, Herzberg, Mausner and 
Snyderman cited several hundred studies of workers I job 
attitudes and found many studies that focused upon the 
relationship between workers' job attitudes and their job 
heba vior. For the most part, however, the reviews by Herz-
berg et a1. (1957) and Brayfield and Crockett (1955) were 
void of studies concerned with the job attitudes of 
gers. It was not until the early 1960's that the job atti-
tudes of managers were studied on large-scale basis. 
Rosen and Weaver (1960) and Porter (1961) were the fore-
fathers of the movement to study the job attitudes of mana-
gers. review of this literature can be found in Porter 
and Lawler (1965) and Vroom (1965). 
Vocational Interests and Personality Theory 
Another area of research concerning workers and the 
work environment correlated job preference to personality 
factors. Vocational interest inventories were constructed 
of reillterpreting vocational interests 
expression of personality. Initially. writers 
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indicated that vocational interests different from 
or independent of an individual's personality. Research of 
Strong (1943), Super and Crites (1962), and Campbell (1971) 
reflected this early view that vocational interest 
inventories were different from an individual's personality 
and measure only intert:st, vocational choices, and 
not vocational preferences. Vocational interests 
considered to be an expression of personality. 
Recently, research about the personal and environmental 
factors associated with vocational choice I job changes, and 
vocational achievement has indicated vocational preferences 
sometimes moderately correlated with personality and 
originality scales (Holland, 1963) • Also, vocational 
preferences have been found to be correlated with self-
ratings of ability, personality traits, life goals (Baird, 
1970) , parental attitudes (Medvene, 1969) , objective 
perceptual tests (Crutchfield, Woodworth and Albrecht, 
1958) , and many other psychological and sociological 
variables. 
Some writers have indicated vocational preferences and 
interests needed to be viewed more comprehensively than the 
aforementioned authors. Bordin (1943) suggested that 
inventory scores measure one's self concept. 
Hagenah (1955) indicated that vocational 
measurement should be considered a special 
Darley and 
interest 
in the 
research of per sona1i t y theory. Or, Holland (1973) 
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wrote, "In short. what have called I vocational 
interests' are simply another aspect of personality" (p. 7). 
In discussing the Holland Vocational Preference Inventory 
(1958, 1965), Holland (1965) presented the following 
rationale which contains complete statement of the 
hypothesis that vocational interest inventories 
personality inventories. 
The choice of an occupation is an expressive act 
which reflects the person's motivation, knowledge, 
personality, and ability. 
Occupations represent a way of life, an environment 
rather than a set of isolated work functions or 
skills. To work as a carpenter means not only to use 
tools but also to have a certain status, community 
role, and a special pattern of living. In this sense, 
the choice of an occupational title represents 
several kinds of information: the SiS motivation, 
his knowledge of the occupation in question, his 
insight and understanding of himself. and his 
abilities. In short, item responses may be thought 
of as limited but useful expressive projective 
protocols. (p. 2) 
Other key assumptions made by Holland (1973) in regard 
to vocational preference inventories are as follows. 
1. Vocational stereotypes have reliable and 
important psychological and sociological 
meanings. 
2. The members of a vocation 
personalities and similar 
personal development. 
ha ve similar 
histories of 
3. Vocational satisfaction, stability, and 
achievement depend on the congruence between 
one t s personality and the environment ... in 
which one works. (p. 9) 
Job attitude research in industry is extension of 
. attitude research, in general, which was conducted in 
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effort to provide important insights into human cognitive 
processes and contribute to the understanding and 
prediction of human behavior. Porter (1968) focused 
research managerial job attitudes, since the 
"pervasiveness, importance, and complexity of the managerial 
job demand that we learn as much as possible about it" (p. 
3). Porter (1968) stated the importance of studying 
managerial effectiveness in writing. "Increased knowledge in 
this may lead to applications that will improve the 
effectiveness of organizations" (p. 3). 
Combs and Snygg (1959) address the topic of values, 
suggesting that an individual's value system interrelates 
with his self concept to form a part of his phenomenal 
self. Values perceived to be pervasive and 
permanent than interests and attitudes. In discussing 
indi vidual's phenomenal self, Combs and Snygg (1959) said 
Those perceptions about self which seem most vital or 
important to the individual himself are organized in 
the self concept •••• such fundamental aspects of his 
phenomenal self that they seem to the individual to 
be "he" in all times and at all places. (p. 123) 
Also, values have been related to individual's 
needs. Katz (1963) stated that values may be regarded as 
characteristics, outer expressions and culturally influenced 
manifestations of needs (p. 16). Osipow (1968) clarified 
the differences between values and needs in writing 
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Values are assumed to be different from needs, yet 
influence behavior in similar ways. The primary 
difference between needs and values seem to be in 
their origin, needs seem to be thoroughly intrinsic 
to the individual, though they have social aspects, 
whereas values are predominantly social though they 
built upon one's fundamental personality 
structure. (po 152-153) 
25 
Worthen (1965) elaborated on the relationship between 
values and personality. "Some values are so fundamental to a 
particular personality structure that any attempt to 
compromise seems to do considerable damage" (po 9). 
Definition Q..f Values 
Values have been defined variously by numerous authors. 
review of the genesis of a value system relating to 
attitudes, needs and interests may be found in Fenner (1972) 
and Grace (1974). Grace (1974) indicated that 
individual's value system may result from needs, i.e. 
deficit states. The Florida State Department of Education 
(1962) wrote that values were standards of judgment on human 
behavior and are intimately related to what the individual 
has come to accept as guiding principles for Ii ving. Raths, 
Merrill and Simon (1966) described the impact of values in 
the determination of action and the effect of one I S 
experiences in reconstructing one I s values. 
We therefore values as constantly being 
related to the experiences that shape them and 
test them. They are not, for anyone person, so much 
hard and fast verities as they are the results of 
hammering out a style of life in a certain 
set of surroundings. After a sufficient amount of 
hammering, certain patterns of evaluating and 
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behaving tend to develop. Certain things are treated 
as right, or desirable, or worthy. These tend to 
become our values. (po 28) 
In 1970, Super defined values as 
the qualities which people desire and which they seek 
in the activities in which they engage, in the situa-
tions which they live, and in the objects they make 
or acquire. (p. 4) 
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Urban (1930) stated that values satisfy human desire. 
aid in individual's development and lead to self-
realization. Therefore. values can be viewed motivating 
forces for behavior, important determinants of the stimuli 
to which a person pays attention. 
Fenner (1972) stated that values have the following 
charac teristics. 
1. They serve judgment standards and criteria. 
2. They result from and constantly being 
reconstructed within the person by of 
a dynamic process; 
3. They seem to involve both needs of the 
individual and valuations of the culture; 
4. They tend to have abiding rather than transitory 
meaning to the person; and 
5. They have generalized, inclusive, molar nature 
rather than specific, concrete, structured 
character. (p. 24) 
Values associated with the world of work have been of 
interest to several researchers. In 1949, Centers proposed 
that class mem!1ership was a determinant factor in work 
values of employees. Centers found that the middle class 
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desired jobs offering self-expression, while the working 
class desired jobs offering security. 
Elements of autonomy, opportunity for personal growth, 
and interesting work highly correlated with 
overall job satisfaction than security or pay, according to 
Sheppard and Herrick (1972). 
In their research of expectancy theory, Hackman and 
Lawler (1971) identified three propositions that 
relevant to the study of work values. 
1. To the extent that an individual believes that he 
2. 
obtain an outcome he values by engaging in 
some particular behav"ior or class of behaviors, 
the likelihood that he will actually engage in 
that behavior is enhanc"ed. Relevant valued 
outcome can he both intrinsic (e.g., feelings of 
accomplishment or of personal worth) and 
extrinsic (e.g., material goods); the only 
requirement is that the outcome be valued by the 
indi vidual. 
Outcomes are valued by 
that they sa tisfy 
psychological needs of 
extent that they lead 
satisfy such needs 
individual to do so. 
individuals to the extent 
the physiological or 
the individual, or the 
to other outcomes which 
expected by the 
3. Most lower level needs (e.g., physical well-
being, security) can be (and often are) 
reasonably well satisfied for individuals in 
contemporary society on continuing 
basis •••• This is not the case, however, for 
certain higher order needs (e.g., needs for 
personal growth and development or for feelings 
of worthwhile accomplishment). (p. 262) 
Higher order need satisfactions can be both as: 
(a) a result of (rather than determinant of) effective 
performance (Lawler and Porter, 1967), and (b) an incentive 
for continued efforts to perform effectively (Hackman and 
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Lawler. 1971) • Individual higher order need strength 
moderates the relationship between job level and 
satisfaction. In particular, individuals with higher order 
need satisfaction respond much more positively to high level 
jobs than do individuals who have weaker higher order needs. 
This finding has implications for those of the scientific 
management persuasion who "have tended to assume that the 
typical employee will be content, if paid judiciously for 
his cooperation, to work jobs which provide little or 
opportunity for personal feelings of accomplishment 
achi~vement" (Hackman and Lawler, 1971, p. 280), and those 
of the job enlargement school who have "tended to assume 
that most employees are desirous of such opportunities and 
will work hard and effectively when they have a job which 
provides them" (Hackman & Lawler, 1971, p. 280). 
Definitions .2..i ~ Values 
Work values have been variously labeled 
values, job values, and vocational values 
occupational 
well as work 
values. Each investigator has defined the term in his or 
her research. Fenner (1972), one of the co-authors of the 
Ohio Work Values Inventory (Hales and Fenner, 1973), using 
Schwarzweller's (1960) definition of an occupational value, 
defined a work value as "the empirically measured tendency 
to react favorably unfavorably to certain generalized 
conceptions about work" (p. 13). Perrone (1965) adopted the 
aforementioned definition of Schwarzweller, also. Stefflre 
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(1962) wrote that "a vocational value represents a desired 
style of life as it is determined by the work done by an 
individual" (p. 1). Miller (1954) described values as 
"objects, ideas, activities which the individual 
percei yes important to his future welfare self-
enhancement" (p. 192). Chaney (1968) described a work value 
"any characteristic of a vocation which leads an indivi-
dual to attach importance unimportance to that vocation" 
(po 28). Super (1970) defined work values as the "satis-
factions which people often seek in their jobs 
result of their jobs" (p. 3). Therefore, it is evident that 
the concept of a work val ue has been defined similarly. 
Importance ..2.i Studying Work Values 
Researchers have studied many aspects of worker 
behavior and motivation in an effort to provide data that 
will lead to harmonious employer-employee 
relationship well as high productivity. Literature has 
suggested that change has taken place in the work 
environment and that workers are becoming more difficult to 
manage. Buchholz (1977) stated 
There are 
today which 
taking place 
dominates 
many indications in American society 
suggest that fundamental changes are 
relative to the concept of work that 
thinking and behavior. (p. 567) 
Howard (1981) commented abollt this difficu1 ty in 
managing employees as follows. 
It has become something of a truism that employees 
these days harder to manage than their 
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counterparts of a generation ago. They are said to 
be far less predictable in their attitudes toward 
pay. supervision and other work-related factors. (p. 
118) 
30 
Researchers have tried to explain the reasons for this 
change in employee behavior. As early as 1956, Roe commented 
that there was a change .taking place in the concept of 
economic man. Roe (1956) stated 
The old concept of economic man has proved totally 
inadequate to explain why men work as they do, or 
what it is that they are working for. That men work 
just to make a living is obviously not true. (p •. 23) 
Bowers and Franklin (1977") used the popular phrase 
"blue-collar-blues" to describe the alienation phenomenon 
that appears not to be limited to blue-collar workers. They 
defined the term as a "human resource malaise of some 
variety, shape or form, (reflecting) a general unhappiness 
in work set tings lack of commitment to productive 
outcomes" (p. 15) • Editorial Research Reports (1973) 
reported of this discontent in the work place, also. "There 
is fear that worker discontent is so pervasive it may 
undermine the nation's social and economic structure" (p. 
1). To help organizations cope with this changing work 
force, many large companies are attempting to identify the 
underlying values on which an individual's behavior is based 
(Howard, 1981). 
The importance of understanding job-related human 
behavior derives from the concept that 
work has always been and continues to be the major 
nonfamily activity that is undertaken by most human 
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lifej it is a 
where they will 
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beings. For most people, their work 
just eight hours out of their waking 
way of life that largely determines 
live, with whom they will associate, 
their children will become. (Porter & 
and even what 
Lawler, 1968, p. 1) 
Super (1953) also 'remarked the. importance of work. He 
commented on the importance of satisfying one's work values 
in terms of one! s total life satisfaction in stating 
Work satisfactions and life satisfactions depend 
upon the extent to which the individual finds 
adequate outlets for his abilities, interests, 
personality traits, and values; they depend upon his 
establishment in a type of work, a work situation, 
and a way. of life in which he can play the kind of 
role which his growth and exploratory experiences 
have led him to consider congenial and appropriate. 
(p. 190) 
Centers (1948) also remarked on the importance of studying 
man in relation to his work environment. 
We need to scrutinize man in the context of his work 
life that his values, his specific desires and aspir-
ations, and his goals will stand revealed in 
meaningful relation to it and lay the basis for some 
prediction and control. (p. 187) 
Measurement 2i Work ~ 
Several researchers developed instruments that 
work values. Some of these instruments are: Occupational 
Rating Scale (Hammond, 1956), Vocational ~ Inventory 
(Stefflre, 1962), Work Values Inventory (Super, 1968), Work 
Values Inventory, (Miller, 1954) and Ohio Work Values 
Inventory (Hales and Fenner, 1973). The latter is the most 
recent and has been employed in a number of studies. 
A chief consideration in the measurement of work values 
is the selection of values to be measured. The values 
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measured by the Ohio Work Values Inventory (Hales and 
Fenner. 1973) were selected after review of various value 
constructs used in other scales. Fenner (1972) stated that 
authors have tended to agree that six constructs comprise a 
base or core group of work values. These values are Money, 
Security, Independence, Altruism, Prestige and Control. 
Self-realization may be considered one of the work 
values. also, but various authors "differed in its 
conceptualization in operationally feasible and vocationally 
relevant terms" (Fenner, 1972, p. 36). All of the 
aforementioned constructs included in the OI.JVI. 
Additionally, four ather constructs are included in the OWVI 
that have appeared directly or by implication in other 
instruments. These constructs and the number of instruments 
in which each construct appeared directly or by implication 
Task Sa tis faction--5. Ideas/Data--2, Object 
Orientation--2, and Solitude--2 (Fenner, 1972). Therefore, 
the Ohio Work Values Inventory may be considered one of the 
inclusive of instruments measuring work values. 
The 11 scales of the 2.!:!..!...Q._ \~ork Values Inventory may be 
classified according to the scheme developed by Ginsberg 
(1951). Accordingly, values are classified intrinsic if 
they be realized by the mere doing of the work. 
According to Fenner (1972), values are classified extrin-
sic if their satisfaction is dependent upon factors 
quent to or extrinsic to the work. Extrinsic values may be 
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further classified according to situate values that 
quire for their realization the presence or existence of 
particular conditions or work values that rewards of the 
work. Therefore, the 11 scales of the OWVI may be 
categorized as follows according to Fenner (1972). 
1. Intrinsic values 
A. Altruism 
B. Object Orientation 
C. Self Realization 
D. Task Satisfaction 
E. Ideas/Data Orientation 
II. Extrinsic values 
A. Rewards of work 
1. Control 
2. Money 
3. Prestige 
4. Security 
B. Situate 
1. Independence 
2. Solitude (p. 62) 
The Ohio Work Values Inventory (OWVI) has been used in 
several research studies. Hales and Fenner (1972) investi-
gated the work values of fifth-, eighth-, and eleventh-grade 
students in three Ohio public schools. mul ti variate 
analysis of variance, using grade level as the independent 
variable performed, followed by univariate analyses of 
variance. The F ratios for the scales of Altruism and Self-
realization were significant, indicating that the fifth- and 
eighth-grade students more strongly valued altruistic jobs 
and work permitting self-realization than did the eleventh-
grade students in the sample. 
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In 1977 , A. K. Hales researched the work values of 
practicing nurses and nurses. in training. These two groups 
did not differ significantly. However, the work value 
profile proved distinctive, indicating that practicing 
nurses placed considerable value on Task Satisfaction, Self-
realization and Altruism and less strongly valued Prestige, 
Object Orientation and Solitude. 
Hales and Fenner (1973) researched differences in work 
values in relation to the sex of the respondent. The 
results indicated females placed greater value on Altruism 
than the males in the sample. Females placed lesser value 
on the work values of Object Orientation and Solitude than 
did the male respondents. 
In 1974, Hales and Yackee researched work values in 
relation to self-concept and The findings indicateti 
females placed less value on Object Orientation, Control, 
Ideas/Data and Prestige than did the males in the sample. 
In research of undergraduate students at Ohio 
University (Hales and Hartman, 1978), seven univariate F 
ratios found to be significant. Females placed 
higher value Altruism. Task Satisfaction and Self-
realization than the males. and they placed lesser value on 
Control, Money. Solitude and Prestige than the males in the 
sample. 
Hales and Hartman (1977) investigated the relationship 
between work values and personality of 1,072 second-year 
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students in two-year Ohio technical colleges, using the OWVI 
and Holland I 5 Vocational Preference Inventory (1965). Of 
the 15 pair-wise comparisons made, {ive significant. 
The data indicated that the_ Social type, in contrast with 
the Realistic type personality, placed greater value on Al-
truism and lesser value on Object Ori.e.ntation. The Investi-
gative and Social type personalities, in contrast with the 
Enterprising type, placed greater value Altruism and 
lesser value Money and Control. Also I the Social, 
Realistic and Enterprising types scored low Solitude. and 
the Investigative and Artistic types highly valued Prestige, 
Independence and Ideas/Data. 
Most recently, in 1983, Klampe conducted research to 
identify the work values of secondary school teachers in 
selected Oregon school districts and to determine 
differences in work values by subject area taught, using the 
Ohio Work Values Inventory. All teachers in the sample, 
regardless of subject area, highly valued Task Satisfaction 
and Self-realization. In pair-wise comparisons, 
Math/computer Science teachers placed significantly lesser 
value Self-realization than did the Business teachers. 
The data also indicated that female secondary teachers 
placed lesser value on Object Orientation, Solitude and 
Prestige than did the males in the sample, and the female 
teachers placed greater value on Self-realization than did 
the males in the sample. 
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As indicated, the Ohio Work Values Inventory has been 
used extensively in several studies measuring work values of 
different populations. Also, the OWVI may be considered to 
be one of the more complete work values inventories, measur-
ing a total of 11 work values. 
Summary .Qf Work. Values 
The review of the Ii terature concerning work values 
dealt with historical perspectives, vocational interests and 
personality theory, values in ge:neral, work values, and 
aspects of the measurement of work values such as selection 
and classification of values. 
Research of the interaction between work and workers 
has been conducted for over half century, originally 
focusing upon techniques concerned with personnel selection. 
Research did not begin to concentrate upon job attitudes of 
managers until the early 1960's when the job attitudes of 
managers were studied on a large..,scale basis. 
Pe-rsonality theory can be related to the study of work 
values. One's occupation is a reflection of an individual's 
motivation, knowledge, personality and ability, and members 
of a vocation have similar personality traits and similar 
histories of personal development. 
An individual's values are an expression of his needs; 
fundamental to his personality structure and are accepted as 
guiding prinCiples for living. Values are motivating forces 
for behavior and important determinants of the stimuli to 
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which a person pays attention. Compromising values central 
to one's particular personality structure could be quite 
stressful for individuals. 
Organizations have been interested in studying work 
values of employees to help them cope with the changing work 
force. The lack of fulfillment of one 1 s work values may 
cantri bute to the general unhappiness and alienation in 
work settings resulting in lower productivity. There is 
indication that work values other than money may be 
important factors in job satisfaction. 
\';ork values may be categorized according to whether 
they intrinsic or extrinsic. There is a core of 
work values commonly included in work value research. The 
Ohio Work Values Inventory may be considered to be of 
the inclusive of instruments measuring work values, 
since it measures a total of 11 work values that have ap-
peared directly or by implication in other instruments that 
work values. The O\<JVI has been used in several 
research studies to identify the work values of different 
populations, including those of fifth-, eighth-, and 
eleventh-grade students, practicing nurses and nurses in 
training, undergraduate students at Ohio University, second-
year, technical college students and of secondary school 
teachers in Oregon. Previous studies have found significant 
differences in the work values of the elementary stu-
dents, college students and secondary teachers. 
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The body of litera.ture published on the topic of stress 
is vast. Gmelch (1977) reported that "over 80,000 articles 
have been written about stress, 1,000 research projects have 
been done, and every year 6,000 publications 
catalogued under the heading of stress" (p. 2). This review 
of the literature presents introduction to stress, 
defines the terms stress and stressors, explores job stress 
for executives and.. school administrators, and describes the 
effects of stress on the work environment, the individual 
and on society. Finally, individual factors that contribute 
to one's stress tolerance are described. 
Introduction 
The topic of stress appeared in very early writings. 
Gherman (1981) reported that writings from the early 
fourteenth century mention a man under lisa hard stress that 
his goodness grew the less ll and of another man who "had 
sickness or other grievance that maketh him stress" (p. 3). 
Gherman (1981) reported that the British Fortnightly Review 
in 1883 wrote of "this age of stress and transition" (p. 3). 
In 1910, Sir William Osler wrote of the relationship between 
angina pectoris and the hectic pace of life common among the 
Jewish members of the business community. Formal research in 
the field of stress began in 1936 when Hans Selye published 
his first paper on the subject of stress. Selye (1946) also 
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was the first to r.esearch the general adaptation syndrome, 
in an attempt to explain the process of illness related to 
stress; and in 1950 Selye produced 
ti tIed Stress. 
monumental volume 
Definitions .Qf Stress 
Stress, a word derived from Latin, has been defined in 
various ways. According to Hinkle (1973), in the 
seventeenth century stress meant hardship. straits, 
adversity, or affliction; in the eighteenth century stress 
referred to force, pressure, strain strong effort, 
primarily in relation to an individual's organs or mental 
powers. More recently, Gherman (1981) defined stress as "the 
nonspecific response of the body to any demand made upon itl! 
(p. 4). Gmelch (1977) defined stress "any action 
situation that places physical or psychological demand 
people" (p. 7). Selye (1976) defined stress as "the state 
manifested by a specific syndrome which consists of all the 
nonspecific ally-induced changes within a biologic system" 
(p. 64). However, Selye (1976) also wrote that the simplest 
and most generally-accepted definition of stress is "the 
nonspecific response of the body to any demand" (p. 472). 
Persson and Sjoberg (1978) summarized 
important psychological notions in the field 
of the 
of stress 
by citing the following authors' works. Lazarus, Deese and 
Osler (1952) proposed that stress occurs when the attain-
ment of some goal is threatened in any particular situation. 
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Cofer and Appley (1964) defined stress as the state in which 
organism perceives its well-being to be endangered. 
McGrath (1970) stated that imbalance between an 
organism's capacity and the demands made upon it results in 
stre.ss. Beier (1951) defined stress as the perception of 
threat, with resulting anxiety. Finally, Bergstrom (1970) 
indicated that stress was a generic term .for physiological 
and psychological processes that are caused by physical harm 
or anticipation of harm to the individual. 
Much of the literature on stress identified common 
symptoms associated with stress. Some of the more commonly 
identified stress symptoms listed by McGhee (1963), Webber 
(1966), Pettigrew (1972), and Kenton (1974), as reported by 
Cooper (1981 p. 13) were 
a. difficulty in thinking rationally and seeing all 
aspects of a problem; 
b. rigidity of views, prejudice; 
c. out-of-place aggression and irritability; 
d. withdrawal from relationships; 
excessive smoking; 
f. an inability to relax resulting in excessive 
drinking or a need for sleeping pills. 
Gmelch (1977) reported that terms typically associated 
with discussions of stress II anxiety, frustra tion, 
strain, conflict, and tension. People also think of stress 
in terms of pressure situations, uptight feelings, 
nervousness, personal demands, and other unpleasant 
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encounters" (pp. 6-7). However I stress can be viewed in a 
more positive framework. For instance, the Chinese language 
has two separate characters representing the concept of 
stress, depending upon whether one wishes to view stress as 
a danger or an opportunity_ Therefore, stress can encompass 
both distress (bad or unpleasant) and eustress (good 
or pleasant). Distress is said to have a detrimental, even 
pernicious, effect; while eustress can have a beneficial, 
even exhilarating, effect. Regardless of the form stress 
takes, it is, in effect, the essence of life. Without 
stress there is no life (Se1ye, 1974, p. 32); and failure to 
react to a stressor is an indication of death. 
Stressars 
There are many things that cause stress. In fact, 
Selye (1976) defined stressors IIthat which produces 
stress II (p. 78). McLean (1974) further explained stressors 
IIfactors which are productive of fear, the threat to 
one's superego.· and those which may stimulate feelings of 
losing control of oneself II (p. 11). Gherman (1981, p. 17) 
divided stressors into those thl'lt are external versus those 
that are internal. presented in the following table. 
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External Stressors 
Natural events 
People and animals 
Institutions 
Regulations 
Circumstances 
TABLE II 
STRESSORS 
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Internal stressors 
Living habits 
Attitudes and perception 
Emotions 
Instincts and drives 
Anxieties 
Job stress implies so many different factors and 
processes that it could 'include a wide variety of events. 
Margolis and Kroes in McLean (1974) defined job stress 
"the condition in which some factor, or combination of 
factors, at work interacts with the worker to disrupt his 
psychological or physiological homeostasis" (p. 15). The 
concept of factors interacting with the worker is of 
particular importance, as individuals respond to identical 
job situations in very different ways. 
Executive job stress differs somewhat from the stress 
to which other individuals are subjec.t. By the very nature 
of their chosen work, executives require certain 
degree of power. This power fac tor contributes 
significantly to an executive I s stress level, according to 
Greenwood and Greenwood (1979). Another function of 
executives is the propensity for risk taking. As Greenwood 
and Greenwood (1979) stated, "Executives bear the 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
43 
responsibility for taking risks involving the wealth 
welfare of many others--employees, stockholders, taxpayers, 
customers, other. organizations, etc," (pp. 44-45). Also, 
those at higher levels in an organizational hierarchy have a 
greater responsibility for interpersonal relationships, 
often entailing resolving personality and other conflicts of 
an interpersonal nature. As Greenwood and Greenwood (1979) 
stated, "The executive. therefore, serves as legislator, 
educator, mediator, and judge all at once with all of the 
attendant frustrations involved in each such occupation" (p. 
45) . 
School administrator job stress results from many 
demands made upon an administrator. The job stress includes 
several of the aforementioned factors experienced by 
executives, well as some additional stressors. Gmelch 
(1977) wrote 
The problem with being a principal is that often 
too many responsibilities are accepted and allowed to 
grow and evolve into over-demanding roles--of 
controller. disciplinarian. moti vator, persuader. 
fire-fighter. preserver of the culture. curriculum 
specialist. or parent surrogate--and the principal 
becomes a role prisoner rather than a person. (p. 4) 
Additionally, a school administrator is subjected to 
unrelenting pace, brevity of contact with individuals, 
variety of tasks to perform and fragmentation due to 
interrupted tasks. unscheduled meetings and insistent 
telephone calls. Therefore, the administrator's job in 
education often does not permit close control over his or 
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her time. The time on the job is characterized by a high 
degree of interaction with the telephone, scheduled and 
unscheduled meetings and co'ntinual personal contacts. Other 
stressors for an administrator result from various rules 
and regulations imposed by outside agencies, such as the 
state department of education and the federal government. 
and by the school district, itself, which imposes new poli-
cies and procedures to be implemented. 
All of these factors have implications for the health 
and welfare of the school administrator. Kornhauser (1965) 
referred to several research studies that reported a direct 
relationship between poor mental health and excessive, 
inconvenient hours, unpleasant working conditions and the 
necessity to work quickly and expend physical effort in 
meeting deadlines. Addi tionally, Wardell, Hyman and 
Bahnson (1970) reported that responsibility for ~ 
rather than responsibility for things was significantly more 
likely to lead to coro.nary heart disease. Responsibility 
for people results in spending more time attending meetings 
and interacting with others. Swent and Gmelch (1977, p.19) 
presented the following table of the ten most stressful 
items for Oregon school administrators. 
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TABLE III 
Most Stressful Items 
Rank I tern 
10 
Complying with state, federal, and organizational 
rules and po1.ici.es. 
Feeling that meetings take up too much time. 
Trying to complete reports and other paper work 
on time. 
Trying to gain public approval and/or financial 
support for sellaol programs. 
Trying .to resolve parent/school conflicts. 
Evaluating staff members' performance. 
Having to make decisions that affect the lives of 
individual people that I know (colleagues, staff 
members, students, etc.). 
Feeling that I have too heavy a work load, one 
that I cannot possibly finish during the normal 
work day. 
Imposing excessively high expectations on myself. 
Being interrupted frequently by telephone calls. 
Other stressful factors for school administrators arise 
because society I s standards for people in the helping pro-
fessions often are unrealistically high. Leeson (1980) 
stated, lIS oc iety does not like its public servants to be 
fallible ll (p. 27). Yet, the field of education be 
difficult. Often positive feedback is rare and promotions 
and financial rewards are limited. With the tight budgets 
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faced by many school districts, there is stress produced 
from functioning within inadequate budgets and the need for 
constantly finding creative ways to make fewer dollars meet 
the needs of the children. Administrators in public educa-
tion are in direct, continuous contact with others and 
provided little relief from the constant bombardment of 
potentially stressful stimuli. Therefore. the school admin-
istrator's job has the potential for being extremely stress-
ful and demanding. 
Effect £i Stress i!!. ~ Environment 
Many authors have detailed the costs of stress in the 
work environment (McLean, 1974; Gmelch, 1977; Swent and 
Gmelch, 1977; Gherman, 1981; Greenwood and Greenwood, 1979). 
Monetary figures have been placed upon the decrease in the 
productive capacity of workers resulting from stress. Swent 
and Gmelch (1977) reported figures from the U. S. National 
Clearing House for Mental Health Information for costs asso-
ciated with inefficiency on the job, below capacity employ-
ment and excessive absenteeism. According to Swent and 
Gmelch (1977). stress contributed to a $17 billion decrease 
in worker productivity, $5.5 billion loss from excessive 
absenteeism, $2.7 billion in costs associated with excessive 
unemployment, $1.9 billion lost due to inefficiency on the 
job, and $1.9 billion lost due to below capacity employment 
(p. 3). Therefore, the cost of stress for just the afore-
mentioned factors amounted to a staggering $29 billion. 
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However, the $29 billion figure does not in.clude costs 
associated with coronary heart disease, early deaths, 
psychosomatic ailments or other physical problems generated 
by stress. Greenwood and Greenwood (1979) cited relevant 
statistics of the cost of stress in categories such as work 
loss, hospitalization expenses, executive mortality, Work-
men's Compensation costs and industrial and commercial 
failures. Additionally, Greenwood and Greenwood (1979) 
supplemented a list of the tangible and intangible costs of 
employee turnover suggested by Peskin (1973) to include 
costs associated w_ith recruiting and employment expenses, 
breaking-in costs of the new employee, separation expens.e of 
the employee who is leaving the organization, Social 
Security tax payments that are front-end loaded, un employ-
ment insurance contributions, costs associated with the 
demoralization of current employees and employee 
ineffectiveness. Therefore. stress in the work environment 
has three-fold effect in terms of human, social and 
economic costs. 
Stress and ~ Individual 
Individuals respond differently to stressors. Some 
people more capable of handling stress than others. 
Gherman (1981) referred to the personality theories of Meyer 
Friedman and Ray Rosenman who classified individual 
personalities as Type A or Type B. According to Gherman 
(1981), Type A personalities possess "intensive drive and 
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amhi tioD t aggressiveness, competi veness, need to get 
things done and meet deadlines, visible restlessness, and 
impatience" (p. 4). The Type A person is more prone to 
develop heart disease as one reaction to stress. 
Persson and Sjoberg (1978) reported that the value 
system of individual is involved during periods of 
stress, as well as· one's personality traits, such as 
extroversion versus introversion, and high versus low reac-
tivity to situations. Values influence individual's 
appraisal and evaluation of the personal impact of a situa-
tiOD. Depending upon one's values, one might rate any 
particular situation as good or bad, challenge or a 
threat, something to approach or avoid. Also, anxious 
people more susceptible to stress, due to the tendency 
to perceive more malevolence in life. Similarly, iDtrover-
ted individuals tend to be more chronically aroused. 
Persson and Sjoberg (1978) summarized the difference between 
introverted and extroverted individuals as follows. 
Introverts tend, in a cybernetic sense, to be self 
dri ving and make the best of their powers if not 
dri yen hard. Extra verts (sic), on the con trary, seem 
actively to seek stimulation, to become optimally 
aroused. (p. 7:42) 
Characteristics of individual, then, affect the reaction 
to and perception of stressors. Cooper (1981) summarized 
this thought in reporting that some people are more charac-
terologically predisposed to stress, unable to cope or adapt 
to stress-provoking situations. Personality and motivation 
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key factors contributing to individual' 5 coping 
ability and style, according to Cooper (1981). 
Summary .2l. Stress Literature 
The review of literature relating to stress dealt with 
definitions of stress and a discussion of stressors, in 
general and for executives and school administrators in 
particular. Also, included was information about the ef-
fects of stress in the work environment. 
The topic of stress has appeared in very early 
writings, although formal research in the field of stress 
did not begin until the 19305 when Hans Selye published his 
first paper the subject of stress in 1936. 
Stress has been defined in various ways. The concept 
encompasses both distress and eustress, indicating it may be 
viewed as a danger or an opportunity. Stress refers to the 
response of individual to any demand threa t. Stres-
stressed. 
the many things that cause an individual to be 
They can be divided into internal and external 
stressors. 
Job stress is a particular form of stress, resulting 
from factors in the work environment. Executives prone 
to stress due to the particular nature of their jobs, 
including the power factor, responsibility for others and 
the necessity for risk taking. The job of school 
administrator demands unrelenting pace, brevi ty of 
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contact with individuals and interrupted tasks. school 
administrator does not have close control over his her 
time and needs to respond to various rules and regulations 
imposed by outside agencies. 
The costs of stress in the work environment have been 
estimated to be quite high. Stress in the work environment 
is associated with inefficiency the job and low 
productivity. Additionally, stress costs include those 
associated with excessive absenteeism, below capacity 
employment, recruiting and employment expenses, breaking-in 
costs of the new employee, and separation expense of the 
employee who is leaving the organization. 
Personality factors have a key role in stress. Type A 
Type B personalities respond differently to stress, 
do introverted 
personalities. Type 
develop heart disease 
per sonali ties 
individuals 
one reaction to stress. 
extroverted 
likely to 
Additionally, one's value system is involved during 
stressful times, affecting whether individuals perceive 
given stimuli as stressful, a challenge or threat, 
something to approach or avoid. Some individuals ha ve been 
found to be more characterologically predisposed to stress, 
incapable of adequately coping adapting to stress-
provoking situations. Personality and motivation 
found to be key factors contributing to 
coping ability and style. 
individual's 
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In addition to the previously indicated effects of 
stress, stress has been reported to be a major of 
burnout, according to various researchers (Maslach, 1976; 
Freudenberger and Richelson, 1980; Veninga and Spradley, 
1981) • The topic of burnout has appeared in both popular 
and academic literature. Wax (1983, p. 2) developed the 
following table to reflect the breadth and frequency of the 
interest in burnout in popular publications. 
Table IV 
POPULAR PUBLICATIONS WITH ARTICLES ON BURNOUT: 1980-1982 
April 1980 
June 1980 
January 1981 
April 1981 
April 1981 
May/June 1981 
July 1981 
August 1981 
September 1981 
December 1981 
April 1982 
toJall Street Journal 
Time 
Psychology Today 
Sunday Oregonian 
Wall Street Journal 
Harvard Business Review 
Black Enterprise 
World Press Review 
Time 
Readers Digest 
Heal th 
In view of the popularity of the topic of burnout, 
understand why Harrow (1981) wrote, "Today, burnout is 
verging on a trend!! (p. 84). Freudenberger and Richelson 
(1980) almost complimented the type of individuals who 
prone to burnout in writing 
Burnout is pretty much limited to dynamic, 
charismatic, goal-oriented men and women or to 
determined idealists who want their marriages to be 
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children to shine, their community to be better. (po 
28) 
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Norman (1981) stated this idea in similar terms. liThe 
syndrome most frequently affects those people who bave 
compulsive need to be the best and the brightest" (p. 46). 
These people might be characterized as Type A, previously 
described in the section dealing with stress. 
Although Freudenberger (1974, 1975) was the first to 
describe individuals as burned-out, the first systematized 
attempts to define the social and psychological dimensions 
of the burnout syndrome were conducted by Maslach and 
colleagues (Haslach, 1976. 1978, 1979; Maslach and Jackson, 
1978, 1979. 1981; Maslach and Pines, 1977; Pines and 
Maslach, 1978). This research focused upon social workers, 
psychologists, psyc.hiatrists, poverty lawyers, prison 
guards, police officers and child-care workers. The 
phenomenon of burnout has been mentioned in the field of 
education, also, chiefly in reference to teacher burnout. 
Rieken (1980) wrote, "Social scientists are rushing to 
examine the 'living dea th I of today I s teachers" (p. 21). 
Morrow (1981) wrote, "Burnout runs through the teaching 
profession like Asian flu" (p. 84). Additionally, Morrow 
(1981) reported in 1979 that Willard McGuire, president of 
the National Education Association, said "burnout among 
teachers 'threatens to reach hurricane force if it isn't 
checked soon'" (p. 84). 
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Wax (1983) is_ a pioneer in the research on the burnout 
of school administrators. Although Gmelch and Swent (1977) 
and Gmelch (1977) reported administrative stress factors, no 
other studies have focused exclusively on school administra-
tors. In order to clarify the concept of burnout, the 
following review of literature will define burnout, indicate 
symptoms associated with burnout, describe the effects of 
burnout, and indicate possible contributing factors to the 
development of burnout. 
Definitions 2.i Burnout 
The topic of burnout has become quite popular in the 
Ii tera ture. reflected by Table IV. This popularity has 
Morrow (1981) resulted in various uses of the term. 
mented that a difficulty with the use of the term burnout 
"is that it has become faddish and indiscriminate, an item 
of psychobabble, the psychic equivalent in its ubiquitous-
ness, of jogging!! (p. 84). Similarly, Hax (1983) wrote 
"Although much has been and is being written about burnout, 
definitions differ in clarity and in level of abstraction!! 
(pp. 19-20). 
In Freudenberger' s (1974) early writing, he employed 
Webster's Unabridged Dictionary definition of burnout which 
"to fail, out, become exhausted by making 
excessive demands on energy, strength or resources!! (Gave, 
1961, p. 300). Maslach and Pines (1977) described burnout 
as a process involving a loss of concern for the people with 
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whom one is working, including a physical and emotional 
exhaustion, resulting in cynical and dehumanized perceptions 
of ODe I s clients or patients and a loss of feeling and 
concern for the clients. In 1978, Pines and Maslach 
included in their definition of burnout the development of 
negative job attitudes, and a negative self concept. 
Kahn (1978) defined burnout as 
a syndrome of inappropriate attitudes towards 
clients and towards self, often associated with 
uncomfortable physical and emotional symptoms ranging 
from exhaustion and insomnia to migraine and ulcer. 
Deterioration of performance is a frequent additional 
element in the syndrome. (p. 61) 
Gentile and McMillan (1980) defined burnout 
"de hili ta ting psychological condition resulting from 
disgruntled employment experiences which foster low employee 
morale and productivity" (p. 332). Veniga and Spradley 
(1981) described burnout "a debilitating psychc!:::;ical 
condition brought about by unrelieved work stress" (p. 109). 
Ricken (1980) simplified the concept of burnout to be a 
condition "when a person is attempting to perform a job by 
merely going through the motions" (p. 21). Burnout, then, 
is a destructive. painful condition for an individual and 
has serious implications for worker productivity. 
Symptoms Associated with Burnout 
There has been generated a fairly extensive list of 
symptoms associated with burnout, although Mattingly (1977) 
cautioned "The person who is burning out out cannot be 
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identified by checking off a list of symptoms or behaviors 
and tabulating a burn-out score", since burnout is more of a 
subtle pattern of symptoms unique to each individual (p. 
131). Maslach and Jackson (1981) reinforce the concept that 
it is appropriate to assess the degree to which 
person is experiencing the feelings associated with the 
aspects of burnout than to focus on classifying individuals 
as either "burned-out" or "oot burned-out." Freudenberger 
(1977) listed symptoms of burnout "cynicism and 
negativism and a tendency to be inflexible and almost rigid 
in thinking, which ofLeli leads to a closed mind about change 
innovation" (p. 90). Freudenherger (1975) also detailed 
physical signs of burnout. 
There is a feeling of exhaustl.on and fatigue; being 
unable to shake a cold, feeling physically run down; 
suffering from frequent headaches and gastro-
intestinal disturbances; this may be accompanied by a 
loss of weight, sleeplessness, depression, and 
shortness of breath. (p. 74) 
Later, Freudenberger (1977) named other behaviors 
associated with individuals who are burned-out. Burned-out 
individuals have tendency to have a closed mind about 
change or innovation, due to the inflexible, rigid thinking 
that begins to develop. Also, the person may behave as 
"know-i t-all, II displaying superior attitude that may 
border on the condescending. In terms of peer interactions, 
the burned-out individual may either withdraw from peer 
interaction; the person may go to the other extreme of 
socializing to such an extent that no work is accomplished. 
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Haslach and Pines (1979) reported that burnout is 
correlated with such negative indexes of personal stress as 
alcoholism. marital conflicts and mental illness. In 1981, 
Maslach and Jackson expanded this list of indices of 
personal stress to include physical exhaustion, insomnia, 
increased use of drugs and family problems. Additionally, 
Levinson (1981) identified the following characteristics 
associated with people suffering from burnout. 
1. chronic fatigue 
2. anger a t those making demands 
3, self-criticism for putting up with the demands 
4. cynicism, negativism, and irritability 
5. a sense of being besieged 
6. hair-trigger display of emotions (p. 76) 
There are other effects of burnout in addition to the 
previously mentioned symptoms of burnout. Mas1ach and Pines 
(1979) reported that burnout "appears to be a major factor 
in low worker morale, poor performance, absenteeism, and 
high job turnover!! (p. 247). Earlier, in 1978, Maslach had 
stated that reports of burnout were highly correlated with 
job turnover. 
Veninga and Spradley (1981) commented the direct 
link between job burnout and the decline in American worker 
productivity. They reported Bureau of Labor statistics for 
1980 reflecting a loss of 3.3 percent of work hours through 
absenteeism. Additionally, Veninga and Spradley (1981) 
stated that there are estimates that one out of every three 
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workers who has called in sick on any particular day did 
because of a stress-related problem. When job burnout sets 
in, workers take longer coffee breaks. take longer to accom-
plish tasks, make more mistakes and put off work that 
quires immediate attention. Additionally, Chance (1981) 
reported that burned-out individuals become clockwatchers 
and work dodgers. As a final response to burnout, many 
individuals choose to quit their jobs. The turnover cost to 
organizations due to burnout has been estimated to exceed 
$3.5 billion, according to Chance (1981). 
It is evident, then, that burnout is physically and 
emotionally costly to individuals and can hurt an organiza-
tion in terms of costs associated with lower productivity, 
higher absenteeism, and costs associated with higher turn-
over rates of employees. Additionally, all these detrimen-
tal effects of burnout do not escape affecting the clients 
who are to be served by the organization, since burned-out 
individuals tend to react to clients by withdrawing. dis-
tancing and depersonalizing. Service to the client, then, 
definitely is impaired. Gann (1979) summarized the detri-
mental effects of burnout, drawing upon the writings of 
Austin, Babcock, Eddy, Flagler, Ford, McNally, Thomson, 
Vanden Berg, and Reid (1977), Freudenberger (1975), Maslach 
(1978) and Pines and Maslach (1978), liThe extent to which 
helping professionals successfully cope with the demands and 
psychological strains of their occupations affects directly 
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the quality and the quantity of ser.vices they can provide". 
Burnout and ill Individual 
As was stated previously, certain individuals may be 
prone to burnout than others. Freudenberger (1974) 
said the individuals who are prone to burnout are "the 
dedicated and the committed" (p. 161). Those individuals 
who value achievement and are goal-oriented idealists tend 
to be more prone to burnout. As Norman (1981) commented, 
the desire to get more from a job than just a paycheck. 
originating with the "me generation,1I has contributed to the 
rise in burnout. Additionally, Levinson (1981) reported on 
20-year study of a group of middle managers who exhibited 
signs commonly associated with burnout. Personality tests 
of these middle managers indicated 
They had a higher need to do a job well for its own 
sake than did most of their peers, and they initially 
had a greater need for advancement •••• They showed 
more motivation to dominate and lead and less to 
defer to authority than other managers. (p. 76) 
Freudenberger (1975) also stated that burnout-prone 
individual is one who is authoritarian and overextends out 
of the need to be in control. 
Pines, Aronson and Kafry (1981) wrote that a special 
characteristic of professionals in the helping professions 
is dominant wish to help and work with people. Generally, 
those in the helping professions make statements such as "I 
like people. I am a people's kind of person," and "AII my 
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life I wanted to work with people." However, these helping 
professionals who are particularly sensitive toward others 
are more prone to burnout. Additionally, Pines, Aronson and 
Kafry (1981) commented the "client-centered II orientation 
that focuses on the people receiving the service, defines a 
professional's role of help by the clients t needs and 
justifies the professional's role only as long as he 
continues to serve" (p. 53) is another antecedent of 
burnout. Certainly, this client-centered orientation can be 
applied to a school administrator I s role, also. 
Cherniss (1978) reported that other possible causes of 
burnout among public sector helping profeSSionals include 
lofty social-change goals, poor coping skills and resources, 
and low self esteem. Gann (1979) reported that an indivi-
dual's ego development was related to burnout in that 
kers in higher stages of ego development more highly valued 
internal rewards, such a sense of accomplishment and 
fulfilling work activities. 
Summary ..Q..f ~ Literature 
The review of literature relevant to burnout included 
definitions of burnout and symptoms associated with and ef-
fects of burnout, as well as individual characteristics that 
associated with burnout. Burnout tends to appear in 
dedicated, hard-driving, goal-oriented individuals who have 
a drive to succeed. One I S p~~sonality and value system are 
related to the phenomenon of burnout. 
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The topic of burnout is very popular in the literature. 
and the phenomenon of burnout has been examined in many 
different professions. 
The major cause of burnout is stress. It is 
personally destructive syndrome, costly to organizations and 
detrimental to the individuals served by burned-out profes-
sionals. Some symptoms associated with burnout include 
physical and emotional exhaustion and physical illness. 
The research regarding stress, burnout and work values 
indicated there are some related factors. The research on 
stress and burnout reflected that individuals respond 
differently to stressors, resulting in some people being 
more capable of handling stress than others. Specifically, 
one's personality type and value system are related to 
individual's coping style and ability to cope with stress, 
and they are related to one's susceptibility to burnout. 
Research has indicated that individuals who have 
compulsive need to be the best and the brightest tend to be 
more prone to burnout. Therefore, an individual who places 
high value on prestige, or for work that will bring 
recognition, may be more prone to burnout. 
Likewise, the values of task satisfaction and self-
realization may be 
prone to burnout. 
important to individuals who are 
The research has indicated that 
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individuals who desire to realize more than just a paycheck 
from a job, determined idealists and ha ve a higher need 
to do the job well for its own sake are 
burnOll t, also. 
prone to 
The value for control also may be related to 
individuals prone to burnout, reflected by the 
research of Levinson (1981) and Freudenberger (1975). More 
authoritarian individuals and those indi vi duals desiring to 
dominate and lead rather than to defer to the authority of 
other s have been shown to be more prone to burn out. 
If associates the value for solitude with 
introversion, then that value also may be related to 
burnout, as the research indicated that individuals who 
introverted tend to be more chronically aroused and 
tend to deal with stressors less effectively. Solitude 
itself may be related to burnout, also, since individuals 
experiencing burnout tend to distance themselves from 
others, withdrawing from personal interactions. 
Finally, the value of altruism may be related to 
burnout. Individuals who people-oriented, who 
desire to be involved with other people in helping, suppor-
tive service roles and who are particularly sensitive 
tow'ard others have been found to be more prone to burnout. 
The literature has suggested that an individual! s work 
values may be related to burnout. Research suggested that 
there may be relationships between the values of Prestige, 
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Self-realization, Task Satisfaction, Control, Solitude and 
Altruism and individuals who have been found to be 
prone to burnout. Values have been found to be important 
determinants of the stimuli to which an individual pays 
attention and one's value system is employed during periods 
of stress. 
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CHAPTER III 
GENERAL METHODOLOGICAL DESIGN 
Two sets of data were gathered from administrators from 
ten school districts in Oregon and Washington. Eight of the 
school districts were classified as suburhan districts, and 
two districts were classified as urban districts. In order 
to explore the relation between administrator work values 
and role perceptions associated with burnout. set of 
data was collected by using the Ohio Work Values Inventory, 
an instrument measuring work values, and by using the Admin-
istrator ~ Perception Inventory, an instrument measuring 
administrator role perceptions associated with burnout. The 
other set of data was collected from a biographical ques-
tionnaire. The data for these instruments were analyzed to 
determine administrator work values and administrator role 
perceptions associated with burnout. Also, the data 
analyzed to determine the relationships among the adminis-
trators' work values, role perceptions and selected biogra-
phical characteristics, the relationship between the sex of 
the administrators and their work values and role percep-
tions associated with burnout and the relationship between 
the level of administration and the administrators I work 
values and role perceptions associated with burnout. This 
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chapter describes the design of the investigation, design of 
the investigation, instrumentation, data gathering proce-
dures and the statistical design of the study. 
Design £i. the Investigation 
The research design was descriptive rather than experi-
mental, because none of the variables of 
causes, nor work values manipulated, 
burnout, its 
would be done 
in a traditional experimental study, The research design for 
this study involved those factors that appeared to be 
lated to, or influence, burnout in public school administra-
tors. Cluster sampling by district was used; i.e., all 
administrators within each of the ten participating school 
districts comprised the initial sample. The districts in 
the sample were chosen on the basis of size, geographical 
location, administrative titles and willingness to partici-
pate in the research. The Spring of 1983 was chosen as the 
time to disseminate questionnaires in order to sample the 
respondents during a time of the year when administrators 
may be feeling the most stress and burnout. The previous 
administration of the Administrator Role r_8rception Inven-
!..2.!:.,y, the instrument measuring burnout, was dur.ing a period 
of time of low stress. These data would provide some possi-
ble comparisons on stress levels at a different time of year 
from the previous research. Data collection packets 
taining the Ohio Work Values Inventory, the Administrator 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
65 
~ Perception Inventory and a biographical questionnaire 
sent by the school districts to respondents the 
basis of their job titles as identified by the school dis-
trict's staff directory, in consultation with the district's 
Evaluation Department, Assistant Superintendent desig-
nated personnel. Examples of job titles included in the 
sample were assistant superintendents and 5 U P er in tenden t 5 • 
directors, administrators, supervisors, principals and vice-
principals. 
The independent variables of the study were level of 
administration and the biographical descriptors of sex, age, 
education, administrative work experience and years of 
administrative experience at the same job and at the same 
location. The dependent variables were: the seven 
structs of the Administrator Role Perception Inventory 
(Psycho-physical State, Relationships, Motivation, Accom-
plishment, Expectation, Time and Total ARPI) and the eleven 
constructs of the Ohio Work Values Inventory (Altruism, 
Self-realization, Object Orientation, Security, Control. 
Independence, Money, Prestige, Task Satisfaction, Solitude 
and Ideas/Data Orientation). 
Instrumentation 
The Ohio l.Jork Values Inventory (OHVI) the 
importance individuals attach to those qualities of work 
that are personally rewarding and fulfilling. This instru-
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ment is one of the more inclusive of work values inven-
tories, since it a total of 11 work values. The 
Ohio Work Values Inventory has been employed to investigate 
the work values of practicing nurses as compared to the work 
values of nurses in training (Hales, 1977), to relate work 
values to the sex and social class of the respondent (Hales 
and Fenner, 1973), life values (Fenner and Hales, 1973), 
grade level (Hales and Fenner. 1972) and self concepts 
(Hales and Yackee, 1974). The most recently completed re-
search utilizing the OWVI was a study of the work values of 
secondary school teachers in Oregon (Klampe, 1983). 
The Ohio Work _Values Inventory consists of 77 items 
that measure 11 significant work values. Each of the 77 
items is designed to have a logical relationship with only 
one of the eleven work values. The respondent assesses his 
or her intensity of valuing to each item by selecting one of 
five possible answers that represent points on a continuum 
of "liking. 11 The possible answers from which the respondent 
is to select 1i2...t much. i little. Fairly much. A lQ..!:.. 
and ~ much. Coefficient Alpha for each scale of the Ohio 
Work ~ Inventory is presented in Table V (Hales and 
Fenner. 1973. p. 28). 
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TABLE V 
COEFFICIENT ALPHA FOR EACH OWVI SCALE 
Scale Coefficient Alpha 
Altruism 
Object Drien tat ion 
Securi ty 
Control 
Self -rea Ii zation 
Independence 
Money 
Task Satisfaction 
Solitude 
Ideas/Data 
Prestige 
Table VI ( Hales and Fenner. 1973, p. 30) 
.93 
.90 
.87 
.91 
.82 
.85 
.93 
.78 
.85 
.87 
.90 
provides the 
coefficient of correlation for each scale with each other 
scale of the OWvI. 
TABLE VI 
OWVI SCALE INTERCORRELATIONS 
Scale ObjO Sec Con SR Ind Mon TS Sol liD Pres 
Altruism .13 .14 .09 .28 -.01 .03 .12 -.18 .30 .30 
Obj. Orient. .14 .18 .13 -.03 .08 .02 .17 .14 .04 
Security .22 .31 .32 .29 .37 .06 .05 .14 
Control .06 .28 .36 .03 -.12 .00 .33 
Self-realiza tion .11 .17 .46 -.03 .30 .25 
Independence .37 .26 .18 .07 .18 
Money .17 -.03 -.07 .45 
Task Satisfaction .04 .12 .17 
Soli tude .15 - .14 
Ideas/Data .19 
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The Administrator Role Perception Inventory is the only 
instrument designed specifically for wi th school 
administrators as a means of measuring variables associated 
with burnout. 
used to 
administrators. 
Other instruments have been constructed and 
burnout in populations other than school 
These other instruments have been used in 
the research of Freudenberger (1980), Leeson (1980), Garcia 
(1981), and Maslach and Jackson (1981) • However. 
information concerning the development, testing, reliability 
and validity of these instruments was not published, except 
for the Maslach Burnout Inventory. In contrast. the 
Administrator ~ Perception Inventory CARPI) was designed 
specifically for with school administrators. 
Additionally, the reliability of the ARPI and its scales, 
scale intercorrelations, and validity factors have been 
investigated. 
The Administrator Role Perception Inventory consists of 
SO statements. The respondent assesses his or her intensity 
of agreement to each statement by selecting of fi ve 
possible answers. These response options represent points 
continuum of llagreement.n They are: 
Disagree. Disagree, Neutral, ~ Stronglv Agree. The SO 
items in the ARPI belong to five subscales associated with 
burnout. These subscales Psycho-physical State. 
Relationship. Motivation, Accomplishment and Expectation. 
Time subscale, composed of selected items from the other 
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scales, and Total ARPI scale me,asuring burnout also is 
included. Coefficient Alpha for each subscale and for the 
Total Administrator ~ Perception Inventory is presented 
in Table VII (Wax, 1983, p. 85). 
TABLE VII 
COEFFICIENT ALPHA FOR EACH SUBSCALE 
AND FOR TOTAL ARPI 
Sllbscale Coefficient 
Expectation .71 
Psycho- physical State .85 
Relationships .75 
Moti.vation .70 
Accomplishment .78 
Time .78 
Total ARPI scale .91 
Alpha 
Table VI!I (Wax, 1983, p. 87) provides the coefficients 
of correlation for each of the five subscales with each of 
the other subscales for the ARPI. Additionally, Table VIII 
depicts the relationships of these subscales with the Time 
and Total scales; these intercorrelations are higher, since 
bo th Time and Total composi te scales. Table LXIX in 
Appendix E presents the means and standard deviations from 
previous research (Wax, 1983) using the ARPI. 
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TABLE VIII 
ARPI SCALE INTERCORRELA TIONS 
Exp Mot P S ReI Ace Tim Tot ARPI 
Expectation 
Motivation 
Psycho-phy sical 
State 
Relationships 
Accomplishment: 
Time 
.35 .56 .31 .34 .50 .70 
.5B .46 .63 .66 .78 
.46 .51 .80 .85 
.58 .67 .70 
.66 .77 
.86 
Data Gathering Procedures 
Data gathering procedures were finalized in conjunction 
with each participating school district to allow for 
minimum of disruption in the district. school and classroom 
operations. Seven districts distributed the questionnaires 
through their intradistrict mail system, including a letter 
of endorsement and support of the district I s superintendent 
for the research. Three school districts disseminated the 
questionnaires during administrative team meeting. The 
researcher was asked to explain the research personally at 
two of those three district team meetings. All question-
completed during the Spring of 1983. Respon-
dents asked to return the questionnaires within 
week of receipt of the questionnaires in sealed, pre-
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addressed envelope. The researcher was contacted by eight 
districts to pick up the questionnaires when it appeared, by 
coun t, though the majority of questionnaires had been 
returned. In district. each administrator mailed the 
questionnaire directly to the researcher's home address. 
One district I s Evaluation Department mailed the total batch 
of questionnaires to the researcher's home address after the 
majority had been received, rather than the researcher per-
sonally picking up the questionnaires, as was done in eight 
of the school districts. There were no follow-up procedures 
with those individuals who did not complete the question-
naires initially in any of the ten participating school 
districts. The school districts and all respondents 
assured that confidentiality of the district and of indivi-
dual respondents would be maintained. 
Statistical Design 
The means and standard deviations of the responses of 
the total sample on the Administrator Role Perception Inven-
..t2..I.Y. and the Ohio Work Values Inventory were computed and 
displayed in tables. Also, the means and standard 
deviations computed and are displayed for the following 
subsets of the sample: superintendents; elementary prin-
cipals and vice-principals; middle-school/junior high prin-
cipals and vice-principals; secondary principals and vice-
principals; and other central office line and staff adminis-
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trators. The responses to each instrument analyzed 
separately by sex of the respondent and within level of 
administration, using multivariate analyses of varience, 
with alpha set at .05, for each analysis, followed by 
, 
univariate analyses· of variance and Scheffe tests, as appro-
priate. A factor analysis, using oblimin rotation, was per-
formed on the responses of the OWVI in examining the inter-
nal construct validity. Finally, correlational matrices of 
the scales of the ARPI and OWVI were computed in order to 
investigate the relationship between specific scales on the 
ARPI with scales on the OWVI and between specific scales on 
the ARPI and OWVI with selected biographical data. 
The research sample included ten school districts in 
Oregon and Washington, classified as urban suburban. 
Respondents completed the Ohio Work ~ Inventory, 
instrument measuring their work values, and the 
Administrator Role Perception Inventory, instrument 
measuring role perceptions associated with burnout, and 
biographical data sheet. 
The research design was descriptive, since no variables 
manipulated. The independent variables of the study 
level of administration and the biographical data 
collec ted. The dependent variables the constructs of 
the Administrator B.2...l.§.. Perception Inventory and the 
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constructs of the ~.li..Q.r.1. Values Inventory. 
Coefficient Alpha and scale intercorrelations pre-
sented for the Administrator Role Perception Inventory and 
the Qhi..Q. Ji.Q.rt ~ Inventory. 
Data gathering procedures included disseminating the 
questionnaires either in an administrative team meeting 
through the distri~ts I intradistrict mail system. 
The statistical design included computing the means and 
standard deviations of the responses of the total sample on 
the Administrator ~ Perception Inventory and the Ohio 
Work ~ Inventory. Also, the and standard 
devia tions computed for specified sample suhsets. 
Multivariate analyses of variance were performed, with alpha 
set at .05, followed by univariate analyses of variance and 
Scheffe' tests, as appropriate, to determine the relationship 
between the administrators I sex and their work values and 
role perceptions associated with burnout and between the 
level of administration and the administrators I work values 
and role perceptions associated with burnout. Additionally, 
a factor analysis, using oblimin rotation, was conducted to 
investigate the internal validity of the OWVI. 
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CHAPTER IV 
PRESENTATION OF THE FINDINGS 
This chapter presents the results of the research 
investigating the relationship between public school admin-
istrator work values, as measured by the Q.hi.Q. ~ Values 
Inventory, and role perceptions associated with burnout. as 
measured by the Administrator Role Perception Inventory. 
Sample characteristics, scoring procedures, and reliability 
and validity data also are reported. 
The sample is described in terms of its size, age and 
of the participants, their administrative positions, 
whether their position is line, staff or both, their job 
locations, the number of years they have been in their 
present position, the number of years of public school 
administration, their educational level and certificates 
held. 
All 701 administrators of ten school districts in 
Oregon and Washington were included in the study. Those 701 
administrators included all individuals -:lassified by their 
district an administrator, including those persons in 
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central office positions, such as transportation manager, 
data processing director, etc. Districts classified as 
suburban reported 263 personnel in administrative positions. 
All 263 individuals given questionnaires. Urban 
districts included 438 individuals receiving questionnaires. 
A total of 388 returns were received, or about 55% of those 
disseminated. Of the 388 returned questionnaires, 54% were 
received from suburban respondents, and 46% returned 
by urban respondents. Suburban respondents returned 210 
questionnaires for a suburban return rate of 80%, and urban 
respondents returned 178 questionnaires for an urban return 
rate of 43%. Table IX presents data relevant to 
classification of the sample school districts. 
TABLE IX 
GEOGRAPHICAL CHARACTERISTICS AND RETURN RATE 
Location Frequency Percent Return Rate 
Ur ban 
Suburban 
TOTAL 
Description 
178 
210 
388 
46 
54 
100 
43 
80 
The distribution of subjects in terms of age, sex, 
position held, job type, job location, years in present 
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position, years of administrative experience and educational 
degree follows. identifying the pertinent statistics for 
eac h biographical descriptor. 
~. Participants were asked to indicate their sex. The 
results indicated that 70.9% males. while 27.8% 
females. Table X summarizes the distribution of male and 
female administrators. 
TABLE X 
DISTRIBUTION OF MALE/FEMALE ADMINISTRATORS 
Number of Admin. Percentage of Sample 
Male 
Female 
Unidentified 
Total 
275 
108 
388 
70.9 
27.8 
1.3 
100. a 
~. The mean age in year of the 380 respondents who 
provided that information 45.9, with a range of 23 years 
to 66 years. 
distribution 
The median 46. 0, 
close to symmetrical. 
indicating the 
The mode. most 
frequently reported age, was 43. and the standard deviation 
of the age distribution was 8.3. Table XI provides 
summary of the distribution of subjects by age. 
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TABLE XI 
DISTRIBUTION OF ADMINISTRATORS BY AGE 
Cumulative 
Age in Years Frequency Percent Percent 
66 I 100 
64 I 100 
63 4 99 
62 4 98 
61 3 97 
60 6 97 
59 7 95 
58 9 93 
57 7 91 
56 10 89 
55 10 86 
54 10 84 
53 18 81 
52 18 76 
51 17 72 
50 17 67 
49 II 63 
48 14 60 
47 17 56 
46 13 52 
45 11 48 
44 15 45 
43 23 41 
42 9 35 
41 13 33 
40 14 29 
39 15 26 
38 14 22 
37 13 18 
36 15 15 
35 8 II 
34 6 9 
33 13 7 
32 4 4 
31 1 3 
30 3 2 
29 4 2 
28 1 I 
23 
Unidentified 
TOTAL 388 
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position type--line 
78 
The sample was analyzed in terms of 
staff. A line job was defined on the 
Job Data form as "a position in the direct line of authority 
from superintendent to principal or vice-principal, direct 
and specific accountability for instruction. II A staff posi-
tion defined on the Job Data form as "a position whose 
function is to help line administrators; provides service, 
support, analysis." The results show that 69.8 of those 
responding were in line positions, while 27.8 were in staff 
positions. Table XII summarizes the distribution of sub-
jects by position type. 
TABLE XII 
DISTRIBUTION OF ADMINISTRATORS BY POSITION TYPE 
Category 
Line 
Staff 
Combination Line/Staff 
Unidentified 
TOTAL 
Administrative position. 
Frequency 
271 
108 
Percent 
69.8 
27.8 
2.1 
0.3 
388 100.0 
A large variety of adminis-
trative postions were included in the sample. (See Table 
XII 1. ) Participants were asked to name their job title. 
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TABLE XIII 
DISTRIBUTION OF SUBJECTS BY ADMINISTRATIVE POSITION 
Position Frequency 
School District 
Superintendent 9 
Assistant Superintendent 11 
Dire.ctor of Curriculum/Instruction 10 
Director of Counseling/Stu. Services 3 
Director of Special Education 6 
Director of Management Services 12 
Director of Program Evaluation 4 
Director of Curricular Area 11 
Director of Special Programs 15 
Director of Personnel 6 
Director of Media 3 
Director of Support Services 18 
Director of Secondary Schools 1 
Director of Elementary Schools 2 
Other 27 
Total DB 
High School 
Principal 16 
Vice-Principal S1 
Athletic Director 1 
Other 1 
Total 69 
Junior High/Middle School 
Principal 
Vice-Principal 
Other 
Total 
Elementary School 
Principal 
Vice-Principal 
Other 
Total 
Undesignated 
TOTAL ALL CATEGORIES 
30 
28 
o 
58 
110 
1 
1 
ill 
11 
388 
Percent 
2 
3 
3 
1 
2 
3 
1 
3 
4 
2 
1 
5 
o 
1 
7 
38 
4 
14 
o 
o 
Til 
8 
9 
o 
17 
29 
o 
o 
29 
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Those job titles were grouped into 26 categories. 21 of 
which specific and five of which were general. The job 
category groupings were those developed by Wax (1983). Of 
the 377 administrators who provided .this information, 
approximately 63% building principals and vice-
principals, while five percent were superintendents and 
assistant superintendents. A more detailed description of 
the distribution of subjects by job title is presented in 
Table XIII. 
Job Location. Subjects were categorized by location of 
their jobs. The classification categories were: central 
office, elementary school, high school, middle school/junior 
high school. The analysis of the distribution indicated 
62.8% were at the building levels of elementary, middle 
school/junior high school or high school, and 36.3% were 
classified central office. Table XIV provides a summary 
of subject distribution by the location of their jobs. 
TABLE XIV 
DISTRIBUTION OF ADMINISTRATORS BY JOB LOCATION 
Location Frequency Percent 
Central office 141 36.3 
Elemen tary school 113 29.1 
Junior high or middle school 61 15.7 
Senior high school 70 18.0 
School combination 2 0.6 
Unidentified 1 0.3 
TOTAL 388 100.0 
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Individuals were asked to 
write the number of years at their present position at the 
same location with the job responsibilities. etc. The 
years in a position rounded to the nearest year. 
TABLE XV 
DISTRIBUTION OF ADMINISTRATORS BY 
YEARS IN PRESENT POSITION 
Years 
35 
34 
33 
Frequency 
27 1 
26 1 
25 0 
24 0 
23 3 
22 0 
21 0 
20 2 
19 1 
18 2 
17 3 
16 1 
15 4 
14 4 
13 10 
12 15 
11 6 
10 12 
9 10 
8 12 
7 18 
6 24 
25 
50 
66 
54 
55 
Undesignated 6 
TOTAL 388 
Percent Cumulative Percent 
0 100 
0 100 
0 99 
0 99 
0 99 
0 99 
0 99 
1 99 
0 99 
0 99 
1 98 
0 97 
1 97 
1 97 
0 96 
1 96 
1 95 
3 93 
4 91 
2 87 
3 85 
3 82 
3 80 
5 76 
6 72 
7 65 
13 59 
17 46 
14 29 
14 14 
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Approximately 58% of the 382 individuals responding to this 
question had held their present job four years or less, and 
80% had been in their present pastion fewer than nine years. 
The for the number of years in the same position 
5.6, and the standard deviation 5.2. Ta hIe XV 
summarizes the distribution of years administrators in the 
sample held their current position. 
Participants were asked to 
indicate the highest degree earned. These were categorized 
as Bachelor's, Master's or Doctorate. In the distribution 
summary presented in Table XVI, it is evident the largest 
percentage, 74.5%, of administrators in the sample have 
earned a Master's degree. 
TABLE XVI 
DISTRIBUTION OF HIGHEST DEGREE EARNED 
Degree Frequency Percent 
Doctorate 58 14.9 
Master's 289 74.5 
Bachelor's 23 5.9 
Undesignated 18 4.6 
TOTAL 388 100.0 
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Years .2..i work experience i!.§. educational administrator. 
Additionally, subjects were asked to indicate the cumulative 
number of years of having a position educational 
administrator. Approximately 50% had been an educational 
administrator for 10 years or less. The mean for the group 
was 11.7. Table XVII summarizes the distribution of years of 
being an educational administrator. 
TABI·E XVII 
DISTRIBUTION OF YEARS OF EDUCATIONAL ADMINISTRATOR 
Cumulative 
Total Years Frequency Percent Percent 
40 
-
42 1 0 100 
37 
-
39 1 0 100 
34 
-
36 1 0 99 
31 
-
33 3 0 99 
28 
-
30 8 3 98 
25 
-
27 15 4 96 
22 
-
24 15 4 92 
19 - 21 23 6 89 
16 - 18 36 10 83 
13 
-
15 54 13 73 
10 
-
12 60 15 59 
7 
-
9 60 15 44 
4 
-
6 60 16 28 
1 - 3 48 12 12 
Unidentified 3 
TOTAL 388 
Certificates. Individuals were asked to indicate cer-
tificates earned. These were classified as Basic Adminis-
trative, Standard Administrative, Supervisor, Personnel, 
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The results show that 52.6% of 
those responding possessed a Standard Administra ti ve cer-
tificate. The second most frequently identified certificate 
the Basic Administrative. Table XVIII summarizes the 
distribution of certificates held. 
TABLE XVIII 
DISTRIBUTION OF CERTIFICATES HELD 
Certificate Frequency 
Superintendent 24 
Supervisor 
Personnel 
Standard Administrative 204 
Basic Administrative 52 
Other 2" 
Unidentified 68 
TOTAL 388 
Percent 
6.2 
2.3 
1.8 
52.6 
13.4 
6.2 
17.5 
100.0 
Summary. The findings indicated that the sample for 
this research consisted primarily of line administrators 
with job responsibilities at the building levels of high 
school, middle school/junior high school elementary 
school. Most of the administratDrs held their jobs four 
years or less, and the average administrator responding \"as 
a 46-year-old male with a Master! 5 degree and 
Administrative certificate. 
Standard 
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The Ohio Work Values Inventory (OWVI) consists of 77 
items, divided equally among the 11 scales of Altruism, 
Self-realization, Object Orientation, Security, Control, 
Independence, Money, Prestige, Task Satisfaction, Solitude 
and Ideas/Data Orientation. Table XIX indicates the assign-
ment of the OWVI items to the scales. 
TABLE XIX 
ASSIGNMENT OF OWVI ITEMS TO SCALES 
Scale I terns 
Al truism 1, 12, 23, 34, 45, 56, 67 
Object Orientation 2, 13, 24, 35, 46, 57, 68 
Security 3, 14, 25, 36, 47, 58, 69 
Control 4, 15, 26, 37, 48, 59, 70 
Self-realization 5, 16, 27, 38, 49, 60, 71 
Independence 6, 17, 28, 39, 50, 61, 72 
Money 7, 18, 29, 40, 51, 62, 73 
Task Satisfaction 8, 19, 3O, 41, 52, 63, 74 
Solitude 9, 2O, 31, 42, 53, 64, 75 
Ideas/Data Orientation 10, 21, 32, 43, 54, 65, 76 
Prestige 11, 22, 33, 44, 55, 66, 77 
Respondents asked to read each statement in the 
OWVI and decide how strongly they f e1 t a bout the statement. 
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Respondents asked to mark "x" the line 
corresponding best to their opinion. For each question, 
of the following responses was asked to be chosen: Not 
much, A little, Fairly much, A lot, Vexy much. The items 
scored from one to five, in the aforementioned order. 
Each scale is represented by seven items. Therefore, the 
maximum possible score on each scale is 35, and the lowest 
possible on each scale is seven. The scales 
designed such that higher scores correspond with a stronger 
value for the work value being scored. 
The descriptive statistics for the scores on the scales 
the Ohio Work Values Inventory follow. First, a summary 
of the and standard deviations for each scale is 
presented. Then, a detailed description of the statis-
tics for each scale is reported. There is not normative 
data for this instrument; therefore. the reported 
unanchored. 
Summary .2.i ~ Scores 
The means for each scale of the OWVI ranged from 14.96 
for the Solitude scale to 32.31 for the scale of Task 
Satisfaction. The standard deviations of the 11 scales 
ranged from 3.25 for the sca.le of Task Satisfaction to 7.29 
for t~e scale of ~loney. 
tics in more detail. 
Table XX summarizes these statis-
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TABLE XX 
MEANS AND STANDARD DEVIATIONS FOR OWVI SCALES 
Scale Mean Standard Deviation 
Altruism 
Object Orientation 
Security 
Control 
Self-realization 
Independence 
Money 
Task Satisfaction 
Solitude 
Ideas/Data Orientation 
Prestige 
~ 
29.16 4.76 
18.73 6.22 
22.20 7.36 
23.93 5.59 
31.74 3.31 
25.75 4.98 
23.38 7.29 
32.31 3.25 
14.96 4.94 
28.81 4.28 
20.24 6.53 
The construct of Altruism signifies the importance 
given to the opportunity for involvement with other people 
in helping. supportive or service role. A quality of 
interpersonal giving by the valuer characterizes the 
relationships that are developed in the work. higher 
on this scale indicates that the individual attaches 
much importance to involvement with other people in a help-
ing. supportive service role. 
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The for the Altruism scale 29.16, 
indicating respondents assigned considerable importance to 
the value of Altruism. The standard deviation 4.76, 
and the median was 29.20. The mode, or most frequently 
occurring 35. Table XXI presen ts the 
frequency distribution for the Altruism scale. 
TABLE XXI 
FREQUENCY DISTRIBUTION OF SCORES ON ALTRUISM 
Score 
35 
34 
33 
32 
31 
30 
29 
28 
27 
26 
25 
24 
23 
22 
21 
20 
19 
18 
17 
16 
11 
TOTAL 
Frequency 
78 
23 
15 
21 
21 
27 
32 
39 
32 
21 
13 
18 
II 
10 
10 
7 
3 
3 
1 
1 
388 
Cumula ti ve 
Perc en t Percent 
20 100 
6 80 
4 74 
5 70 
5 65 
7 59 
8 52 
10 44 
8 34 
5 26 
3 20 
17 
12 
10 
7 
4 
3 
2 
1 
1 
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Object Orientation 
The construct of Object Orientation expresses the 
valuation of handling, tending or manipulating physical 
objects, such as utensils, materials, tools or apparatus. 
The value relates to work that involves making, fixing 
operating or changing the appearance of things. higher 
score for the Object Orientation scale indicates that the 
individual assigns much importance to handling, tending or 
manipulating physical objects. 
The on the Object Orientation scale 
18.73, indicating respondents assigned moderate importance 
to this value. The standard deviation 6.22. The 
median was 18.30, and the mode was 19. Table XXII presents 
the score frequency distribution for the Object Orientation 
scale. 
Security 
The construct of Security measures the desire for work 
that is steady and dependable, immune to unpredictable 
layoff or dismissal. high score reflects that the 
individual assigns much importance to possessing a steady, 
dependable position. 
The mean of the Security scale was 22.20, indicating 
respondents assigned moderate importance to this value. The 
standard deviation 
scale distribution 
7.35, and the median was 21.70. This 
the least skewed of all 11 work value 
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TABLE XXII 
FREQUENCY DISTRIBUTION OF SCORES ON OBJECT ORIENTATION 
Cumulati ve 
Score Frequency Percent Percent 
35 6 2 100 
34 2 1 98 
33 1 0 98 
32 3 1 98 
31 4 1 97 
30 6 2 96 
29 5 1 94 
28 10 3 93 
27 12 3 90 
26 8 2 87 
25 11 3 85 
24 16 4 82 
23 14 4 78 
22 28 7 75 
21 14 4 68 
20 20 5 64 
19 29 7 59 
18 27 7 51 
17 25 6 44 
16 20 5 38 
15 20 5 33 
14 22 6 28 
13 19 5 22 
12 19 5 17 
11 16 4 12 
10 9 2 8 
9 9 2 6 
8 5 1 3 
7 8 2 2 
TOTAL 388 
scales, with a calculated value of .005. The mode 
21. Table XXIII summarizes the score frequency distribu-
tion for the Security scale. 
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Score 
35 
34 
33 
32 
31 
30 
29 
28 
27 
26 
25 
24 
23 
22 
21 
20 
19 
18 
17 
16 
15 
14 
13 
12 
11 
10 
9 
8 
7 
TOTAL 
91 
TABLE XXIII 
FREQUENCY DISTRIBUTION OF SCORES ON SECURITY 
Frequency 
22 
10 
10 
13 
10 
11 
7 
19 
13 
19 
17 
13 
17 
17 
33 
15 
18 
14 
11 
12 
18 
19 
12 
7 
10 
9 
3 
2 
7 
388 
Percent Cumulative Percent 
100 
94 
92 
89 
86 
83 
80 
79 
74 
70 
65 
61 
58 
53 
49 
40 
37 
32 
28 
26 
22 
18 
13 
10 
8 
5 
3 
2 
2 
The construct of Control indicates the importance the 
individual assigns to having the opportunity to take 
leadership role or responsibility for other workers in the 
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conduct of their work. This construct measures the value 
has for a job in which the individual has an influencing 
decision-making role with regard to the planning, 
supervision and evaluation of workers. higher 
TABLE XXIV 
FREQUENCY DISTRIBUTION OF SCORES ON CONTROL 
Score Frequency Percent Cumulati ve Percent 
35 9 2 100 
34 10 3 98 
33 6 2 95 
32 13 3 94 
31 7 2 90 
30 14 4 88 
29 11 3 85 
28 38 10 82 
27 25 6 72 
26 29 7 66 
25 30 8 58 
24 16 4 51 
23 22 6 46 
22 28 7 41 
21 31 8 34 
20 19 5 26 
19 19 5 21 
18 11 3 16 
17 12 3 13 
16 13 3 10 
15 6 2 6 
14 5 1 5 
13 5 1 4 
12 0 0 4 
11 4 1 2 
10 1 0 1 
9 0 0 1 
8 1 0 1 
7 3 1 1 
TOTAL 388 
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indicates that the individual wants a leadership role or 
resp,onsibility for other workers. 
The of the Control scale 23.93, indicating 
respondents assigned moderate to considerable importance to 
the value of Control. The standard deviation was 5.59, and 
the median was 24.40. The mode was 28. Table XXIV presents 
the frequency distribution for the scores on the Control 
scale. 
Self -realization 
The construct of S e1 f -real i z a tin n expresses 
preference toward work that permits the individual to 
utilize one's skills, abilities or talents. The work allows 
for continued personal growth and realization of one I s 
potential. higher score indicates that the respondent 
wants a job that permits one to utilize one's skills, abili-
ties talents. 
The 
indicating 
the Self-realization scale 
respondents assigned considerable to 
31.74, 
great 
importance to Self-realization. The standard deviation was 
3.31, and the median was 32.70. The mode was 35, the highest 
possible for the scale. Table XXV presents the 
frequency distribution of the scores on the Self-realization 
scale. 
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TABLE XXV 
FREQUENCY DISTRIBUTION OF SCORES ON SELF-REALIZATION 
Score Frequency Percent Cumulative Percent 
35 115 29.6 100.0 
34 49 12.6 70.4 
33 39 10.1 57.7 
32 27 7.0 47.7 
31 32 8.2 40.7 
30 18 4.6 32.5 
29 26 6.7 27.8 
28 42 10.8 21.1 
27 15 3.9 10.3 
26 9 2.3 6.4 
25 5 1.3 4.1 
24 4 1.0 2.8 
23 4 1.0 1.8 
22 1 0.3 0.5 
21 0 0.0 0.5 
20 1 0.3 0.5 
19 0 0.0 0.3 
18 0 0.0 0.3 
17 1 0.3 0.3 
TOTAL 388 100.0 
l'ndependence 
The construct of Independence signifies the importance 
assigns to work allowing one to determine working condi-
tions. A higher score on this scale indicaLE:lS the indivi-
dual prefers to be free from close supervision and wishes to 
structure the individual's own hours and working methods. 
The the Independence scale was 25.75, indica-
ting responden ts assigned considerable importance to Inde-
pendence in their jobs. The standard deviation was 4.98, 
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and the median was 25.99. The mode 26. Table XXVI 
presents the frequency distribution for the scores on the 
Independence scale. 
TABLE XXVI 
FREQUENCY DISTRIBUTION OF SCORES ON INDEPENDENCE 
Score Frequep..cy Percent Cumulative Percent 
35 10 3 100 
34 7 2 97 
33 20 5 96 
32 17 4 90 
31 25 6 86 
30 22 6 80 
29 13 3 74 
28 33 9 71 
27 28 7 62 
26 37 10 55 
25 27 7 45 
24 21 5 38 
23 22 6 33 
22 22 6 27 
21 21 5 22 
20 21 5 16 
19 9 2 11 
18 13 3 9 
17 10 3 5 
16 3 1 3 
15 2 1 2 
14 1 0 1 
13 1 0 1 
12 1 0 1 
11 2 1 1 
TOTAL 388 
Honey 
The scale of Money the importance the 
individual assigns to a position tha t enables one to have a 
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substantial income--more than enough to assure the basic 
needs of life. A higher score indicates the respondent 
values position in which one substantial 
income. 
TABLE XXVII 
FREQUENCY DISTRIBUTION OF SCORES ON MONEY 
Score Frequency Percent Cumulative Percent 
35 46 12 100 
34 8 2 88 
33 11 3 86 
32 6 2 83 
31 9 2 82 
30 14 4 79 
29 8 2 76 
28 20 5 74 
27 15 4 69 
26 11 3 65 
25 18 5 62 
24 10 3 57 
23 23 6 55 
22 18 5 49 
21 28 7 44 
20 18 5 37 
19 8 2 32 
lB 15 4 30 
17 21 5 26 
16 17 4 21 
15 22 6 16 
14 12 3 11 
13 11 3 8 
12 6 2 5 
11 4 1 3 
10 4 1 2 
9 2 1 1 
8 1 0 1 
7 2 1 1 
TOTAL 388 
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97 
23.38, 
indicating respondents assigned moderate to considerable 
importance to this work value. The standard deviation 
7.29, and the median 22.70. The mode 35, the 
highest possible. The frequency distribution of 
scores for the Money scale is presented in Table XXVII. 
Task Satisfaction 
The scale of Task Satisfaction measures the importance 
the individual assigns to work that generally is interesting 
and enjoyable. The individual, for the most part, performs 
work tasks he or she can look forward to doing. higher 
on this scale indicates the respondent values job 
that is interesting and enjoyable. 
The for the Task Satisfaction scale 32.31, 
indicating respondents assigned great importance to Task 
Satisfaction in their jobs. This mean was the highest of 
all the work value scales. The standard deviation was 3.25, 
and the median was 33.80. The mode 35, the highest 
possi ble for the scale. The distribution for this 
scale was the most skewed of all the scales with a skewness 
of -1.1. The frequency distribution of scores for the Task 
Satisfaction scale is presented in Table XXVIII. 
Solitude 
The construct of Solitude is related to the preference 
for work situations characterized by the absence of close 
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TABLE XXVIII 
FREQUENCY DISTRIBUTION OF SCORES ON TASK SATISFACTION 
Score Frequency Percent Cumulative Percent 
35 154 39.7 100.0 
34 55 14.2 60.3 
33 32 8.2 46.1 
32 22 5.7 37.9 
31 17 4.4 32.2 
30 22 5.7 27.8 
29 17 4.4 22.2 
28 35 9.0 17.8 
27 10 2.6 8.8 
26 7 1.8 6.2 
25 8 2.1 4.4 
24 4 1.0 2.3 
23 2 0.5 1.3 
22 1 0.3 0.8 
21 1 0.3 0.5 
20 1 0.3 0.3 
TOTAL 388 
relationships with other people. The work can be done 
largely by one person. and it usually affords either few or 
brief structured personal encounters. A higher score on 
this scale reflects the desire for work that is done in 
relative isolation or solitude. 
The mean for the Solitude scale was 14.96, the lowest 
of all the scale means. This indicates respondents assigned 
little importance to work done in relative isolation or 
solitude. The standard deviation was 4.94. The median 
14.30, with a mode of 14. The frequency distribution for the 
scores on the Solitude scale are presented in Table XXIX. 
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TABLE XXXIX 
FREQUENCY DISTRIBUTION OF SCORES ON SOLITUDE 
Score Frequency Percent Cumulative Percent 
33 2 1 100 
32 1 0 99 
31 1 0 99 
30 1 0 99 
29 0 0 99 
28 2 1 99 
27 6 2 98 
26 2 1 97 
25 6 2 96 
24 3 1 95 
23 9 2 94 
22 6 2 91 
21 9 2 90 
20 15 4 88 
19 4 14 84 
18 19 5 80 
17 27 7 75 
16 27 7 68 
15 37 10 61 
14 40 10 52 
13 33 9 41 
12 20 5 33 
11 39 10 28 
10 25 6 18 
9 19 5 11 
8 16 4 6 
7 9 2 2 
TOTAL 388 
Ideas/Data Orientation 
The measures the Ideas/Data scale indicate the 
importance one gives to having an opportunity to work with 
facts and ideas. A high score on this scale signifies 
preference for dealing with, making sense out of, creating 
and communicating ideas. 
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The mean of the Ideas/Data Orien.tation scale was 28.81, 
indicating respondents assigned considerable importance to 
this work value. The standard deviation 4.28. The 
median was 28.60, with a mode of 28. Table XXX presents the 
frequency distribution for the Ideas/Data Orientation scale. 
TABLE XXX 
FREQUENCY DISTRIBUTION FOR SCORES ON IDEAS/DATA 
Score Frequency Percent Cumulative Percent 
35 37 10 100 
34 32 8 90 
33 20 5 82 
32 23 6 77 
31 33 9 71 
30 28 7 63 
29 25 6 55 
28 49 13 49 
27 38 10 36 
26 26 7 37 
25 25 6 20 
24 14 4 13 
23 11 3 10 
22 6 2 7 
21 8 2 5 
20 3 1 3 
19 2 1 3 
18 2 1 2 
17 2 1 2 
16 1 0 1 
15 1 0 1 
14 1 0 1 
13 0 0 0 
12 0 0 0 
11 1 0 0 
TOTAL 388 
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The scale of Prestige measures the desire for work that 
will bring a person recognition. An aspect of this value is 
the opportunity to.meet or associate with important people. 
A higher score on this scale signifies a preference for 
TABLE XXXI 
FREQUENCY DISTRIBUTION OF SCORES ON PRESTIGE 
Score Frequency Percent Cumula ti ve Percent 
35 10 100 
34 6 97 
33 7 96 
32 3 94 
31 2 93 
30 4 93 
29 9 92 
28 14 89 
27 17 86 
26 15 81 
25 11 78 
24 15 75 
23 21 '/l 
22 27 65 
21 24 59 
20 20 52 
19 15 47 
18 19 43 
17 22 38 
16 24 33 
15 27 27 
14 19 20 
13 11 15 
12 13 12 
11 11 9 
10 9 6 
9 8 3 
8 0 1 
7 5 1 
TOTAL 388 
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having a job that brings recognition and allows one to meet 
associate with important people. 
The mean of the Prestige scale was 20.24, indicating 
respondents assigned moderate importance to this value. The 
standard deviation was 6.53. The median was 20.10, with a 
mode of 15. Table XXXI presents the frequency distribution 
of the scores on Prestige. 
Summary 
The scoring procedures and scale definitions were 
reviewed. Means, standard deviations, medians and modes 
were reported for all scales. The work val ue of Task 
Satisfaction had. the highest mean for the sample, indicating 
respondents assigned great importance to work tha t is 
interesting and enjoyable. The work value of Solitude had 
the lowest mean of all the values measured, indicating 
little importance was given to job in which the 
administrator had few or brief structured encounters with 
other individuals. Administrators did not highly value work 
situations characterized by the absence of close 
relationships with other people. 
Self-realization 
"great" range of values. 
valued in the "considerable" to 
Administrators in the sample 
highly valued work permitting one to utilize one's skills, 
abili ties talents and highly valued work providing the 
opportunity for continued personal growth and realization of 
the administrator I s full potential. 
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Considerable importance was assigned to the work values 
of Altruism, Independence and Ideas/Data Orienta tioD. 
Respondents considerably valued job that provided 
opportunities to work with other people in helping, 
supporti ve role; on. that allowed independence in 
determining working conditions and was free from close 
supervision, and one that provided an opportunity to work 
with and communicate facts and ideas. 
Moderate to considerable importance was assigned to the 
work values of Control and Money. These scales tn. 
importance the administrai:or assigned to taking a leadership 
role or responsibility for other workers and the importance 
the administrator assigned to having a substantial income, 
earning more than enough money to satisfy life I s basic 
needs. 
Finally, respondents assigned moderate importance to 
the work values of Security, Prestige and Object 
Orientation. Administrators only moderately valued a job 
immune to unpredictable layoffs and steady and 
dependable. Similarly, the administrators moderately 
desired job bringing recognition and an opportunity to 
meet and associate with important people and moderately 
desired job in which the administrator handles 
manipulates physical objects, such as utensils, materials, 
tools or apparatus. 
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This section presents the scoring procedures for the 
Administrator .B..Q.ll Perception Inventory (ARPI), the instru-
ment employed to measure administrator burnout. After the 
scoring procedures are presented, analyses of the data from 
the ARPI will follow. 
The Administrator Role Perception Inventory consists of 
50 items, divided equally among the five subscales of 
Expectation, Motivation, Psycho-physical State, Relation-
ships and Accomplishment. The sixth subscale, Time, is 
composed of items selected from the other five subscales. 
The items for the Time subscale Dot evenly distributed 
across the other subscales. Wax ( 1983, p. 73) developed the 
following table to indicate the assignment of the ARPI items 
to the subscales. 
TABLE XXXII 
ASSIGNMENT OF ARPI ITEMS TO SUBS CALES 
Subscale Items 
Expectation 1, 6, 11, 16, 21, 26, 31, 36, 41, 46 
Motivation 2, 7, 12, 17, 22, 27, 32, 37, 42, 47 
Psycho-physical State 3, 8, 13, 18, 23, 28, 33, 38, 43, 48 
Relationships 4, 9. 14, 19, 24, 29, 34, 39, 44, 49 
Accomplishment 5, 10, 15, 20, 25, 30, 35, 40, 45, 50 
Time 3, 19, 28, 33, 38, 39, 49, 50 
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Respondents asked to read each statement in the 
ARPI and decide to what extent they agreed or disagreed with 
the statement. Respondents were asked to mark an "xl! on the 
line that corresponded best to their opinion. For each 
question, of the following responses was asked to be 
chosen: strongly disagree. disagree, neutral, agree 
strongly agree. The i terns were scored from one to five. in 
the aforementioned order. Each of the subscales, except 
Time has a maximum score of 50 and a minimum score of la, 
since a total of ten i terns composed each subscale, except 
Time. The subscale, Time, consists of eight items. There-
fore, the highest possible score on the Time subscale is 40, 
and the lowest possible score on the Time suhscale is eight. 
The suhscales designed by the authors such that higher 
scores correspond with perceptions of one's situation 
positive, "healthier," and less burned~out. Thus. 
items written in the negative given a reverse scoring. 
The descriptive statistics for the the 
subscales of the ARPI and the score for the complete ARPI 
follow. First, summary of the and standard 
deviations for the entire inventory and each subscale is 
presented. Then, detailed description of the 
statistics for each suhscale and the entire ARPI follows. 
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There is not normative data for this instrument; therefore, 
the reported means are unanchored. 
The of the Total ARPI was 179.03 of possible 
290. The means for each subscale ranged from 29.30 to 
40.19. The standard deviation for the Total ARPI was 21.63, 
and the standard deviations of the six subscales ranged from 
4.83 to 7.17. Table XXXIII summarizes these statistics in 
detail. 
TABLE XXXIII 
MEANS & STANDARD DEVIATIONS FOR SUBSCALES AND TOTAL ARPI 
Subscale 
Expectation 
Motivation 
Psycho-physical State 
Relationships 
Accomplishmen t 
Time* 
Total ARPI 
*Time is eight-item scale. 
Mean 
29.30 
36.06 
34.05 
39.44 
40.19 
29.31 
179.03 
Standard Deviation 
6.15 
5.32 
7.17 
5.07 
4.83 
5.03 
21. 63 
All of the aforementioned scores in Table XXXIII 
higher than those scores reported by Wax (1983), indicating 
this sample of administrators appears to be less burned-out 
than those surveyed in 1982 (see Appendix E). 
Expectation 
The construct of Expectation is defined as the degree 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
107 
of discrepancy in one I s job between one I s reality and one I s 
anticipated reality. A higher score on this suhscale indi-
cates that there is a smaller discrepancy between the indi-
vidual's job expectations and the reality of the job. 
The mean score of the Expectation subscale 29.30. 
with standard deviation of 6.15. The median was 29.10, 
indicating the distri bution was generally symmetrical. The 
mode, most frequently occurring score, was 34. Table 
XXXIV presents the frequency distribution for the scores on 
the Expectation s ubscale. 
TABLE XXXIV 
FREQUENCY DISTRIBUTION OF SCORES ON EXPECTATION 
Score Frequency Percent Cumulative Percent 
47 
-
49 1 0 100 
44 - 46 4 1 100 
41 
-
43 9 3 99 
38 
-
40 23 6 96 
35 
-
37 39 11 90 
32 
-
34 65 17 80 
29 
-
31 65 16 64 
26 
-
28 72 18 47 
23 - 25 57 15 28 
20 - 22 34 10 14 
17 - 19 14 3 5 
14 - 16 5 2 3 
TOTAL 388 
Motivation 
The construct of Motivation is defined the 
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propensity to initiate action; the inclination toward 
proactivity. A higher the Motivation subscale 
indicates higher motivation. The mean of the Motivation 
subscale was 36.06 with a standard deviation of 5.32. The 
med ian 36.30, indicating generally symmetrical 
distribution. The mode, or most frequently occurring score, 
38. Table XXXV presents the frequency distribution for 
the scores on the Mati vat ion sub sea Ie • 
TABLE XXXV 
FREQUENCY DISTRIBUTION OF SCORES ON MOTIVATION 
Score Frequency Percent Cumulative Percent 
48 - 50 7 1 100 
45 
- 47 16 5 98 
42 - 44 32 8 94 
39 - 41 72 18 86 
36 - 38 87 22 67 
33 - 35 73 19 45 
30 - 32 62 16 26 
27 - 29 24 6 10 
24 - 26 10 3 4 
21 
-
23 2 0 1 
18 - 21 3 0 1 
TOTAL 388 
Psycho-physical State 
The construct of Psycho-physical State is defined as 
the overall mental, emotional and physical vigor of 
indi vidual. higher score on the Psycho-physical State 
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subscale indicates the individual has greater mental, 
emotional and physical vigor. 
The for the Psycho-physical State subscale 
34.05. The standard deviation was 7.17. The median 
34.25. indicating a generally symmetrical distri but ion . The 
mode 30. Table XXXVI presents the frequency 
distribution of the scores of the Psycho-physical State 
subscale. 
TABLE XXXVI 
FREQUENCY DISTRIBUTION OF SCORES ON PSYCHO-PHYSICAL STATE 
Cumula ti ve 
Score Frequency Percent Percent 
48 - 50 9 2 100 
45 - 47 21 6 98 
42 - 44 32 8 92 
39 - 41 50 13 84 
36 - 38 56 14 71 
33 - 35 62 16 57 
30 - 32 51 13 41 
27 - 29 45 12 28 
24 - 26 22 9 16 
21 - 23 20 5 8 
18 - 20 8 2 3 
15 - 17 2 0 1 
TOTAL 388 
Relationships 
The construct of Relationships in the ARPI is defined 
the desire for and the quality of continuous interaction 
with wor.k-related colleagues and clients; the identification 
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and involvement of self with colleagues and clients, and the 
acceptance of oneself by clients and colleagues. higher 
the Relationships suhscale indicates an individual 
has a stronger desire for relationships with colleagues and 
clients. Also, higher score indicates there is greater 
identification, involvement and acceptance of the individual 
by the individual's colleagues and clients. 
The mean score was 39.44, with a standard deviation of 
5.07. The median was 39.70, indicating that the distribution 
was generally symmetrical. The mode 40. Table XXXVII 
presents the frequency distribution the Relationships 
subscale. 
TABLE XXXVII 
FREQUENCY DISTRIBUTION OF SCORES ON RELATIONSHIPS 
Cumulative 
Score Frequency Percent Percent 
48 
-
50 23 5 100 
45 
-
47 41 11 94 
42 - 44 69 17 84 
39 - 41 109 28 66 
36 
-
38 58 15 38 
33 
-
35 44 11 23 
30 - 32 35 9 11 
27 
-
29 8 2 2 
24 
-
26 1 0 0 
TOTAL 388 
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Accomplishment 
The construct of the Accomplishment subscale is defined 
the sense of attainment of one's professional goals. 
hi gher on the Accomplishment subscale indicates an 
indi vidual possesses positive feelings toward 
the accomplishment of those professional goals. 
The for Accomplishment was 40.19, with 
standard deviation of 4.83. The median score 40.28, 
indicating that the distribution was close to symmetrical. 
The mode 40. Table XXXVIII presents the frequency 
distribution for the on the Accomplishment subscale. 
TABLE XXXVIII 
FREQUENCY DISTRIBUTION OF SCORES ON ACCOMPLISHMENT 
Cumulati ve 
Score Frequency Percent Percent 
48 - 50 25 7 100 
45 - 47 42 10 94 
42 - 44 79 21 83 
39 - 41 122 32 62 
36 - 38 60 16 31 
33 - 35 34 9 15 
30 - 32 20 5 7 
27 - 29 1 0 2 
24 - 26 3 1 1 
21 - 23 1 0 1 
18 - 20 1 0 0 
TOTAL 388 
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The construct of the Time subscale is defined the 
tendency to view the past as better than the present; 
longing for the 11 good old days." A higher score the 
Time subscale indicates the individual is content with the 
present and does not long for the "good old days." 
The mean score on the Time subscale was 29.31, with 
standard deviation of 5.03. The median was 29.50, indicating 
a generally symmetrical di.strihution. The mode was 31. Table 
XXXIX presents the frequency distribution of the scores 
the Time subscale. 
TABLE XXXIX 
FREQUENCY DISTRIBUTION OF SCORES ON TIME 
Cumulative 
Score Frequency Percen t Percent 
38 - 40 25 6 100 
35 - 37 33 8 94 
32 - 34 62 17 85 
29 - 31 104 27 69 
26 - 28 77 19 42 
23 - 25 56 15 22 
20 - 22 16 5 8 
17 - 19 13 4 4 
14 - 16 2 1 1 
TOTAL 388 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
113 
The Total administrator role perception scale 
the administrator's unique and private perception of his or 
her phenomenological world in terms of expectation, 
mati va tion, accomplishmen t, relationshi ps. psycho-physical 
state and time orientaion. A higher Total ARPI 
corresponds to a 
view of one's world. 
posi ti ve. "heal thier," less burned-out 
The 179.03 of a possible 290, indicating 
moderate burnout perceptions of the administrators in the 
sample. That is, on a scale of one to five with ODe indica-
ting extreme burnout and five indicating the most "healthy II 
role perceptions. the mean approximately three. 
standard deviation was 21.63. The median 178.64. 
distribution fairly symmetrical. The mode 
The 
The 
182. 
Table XL presents a frequency distribution of the Total ARPI 
Summary 
The scoring procedures, subscale definitions and 
definition of administrator role perception 
reviewed. Means, standard deviations, medians and modes 
reported for all suhscales and for the Total ARPI 
scale. The frequency distributions for all suhscales and 
for the Total ARPI scale generally 
symmetrical. 
found to be 
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TABLE XL 
FREQUENCY DISTRIBUTION OF TOTAL ARPI SCORES 
Cumulative 
Score Frequency Percent Percent 
236 - 240 4 1 100 
231 - 235 3 1 99 
226 - 230 4 1 98 
221 - 225 2 0 97 
216 - 220 10 4 97 
211 - 215 10 2 94 
206 - 210 15 4 91 
201 - 205 12 4 88 
196 - 200 18 5 85 
191 
-
195 27 7 80 
186 - 190 37 10 73 
181 - 185 41 10 63 
176 - 180 34 8 53 
171 - 175 37 10 44 
166 - 170 28 8 35 
161 
-
165 33 9 27 
156 - 160 21 5 19 
151 
-
155 10 3 13 
146 - 150 25 6 11 
141 
-
145 5 2 4 
136 - 140 6 1 3 
131 - 135 4 0 2 
126 - 130 1 0 1 
121 
-
125 0 0 0 
116 - 120 0 0 0 
III 
-
115 1 0 0 
TOTAL 388 
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The data indicated that respondents scored the highest 
the Accomplishment and Relationships subscales, with 
means of 40.19 and 39.44, respectively. This indicates that 
respondents had a stronger identification, involvement and 
acceptance of the individual by the individual's colleagues 
and clients and a stronger desire for relationships with 
colleagues and clients. Additionally, this indicates that 
respondents possessed more positive feelings toward the 
accomplishment of their professional goals. 
The respondents scored the lowest on the Expectation 
subscale, having a mean of 29.30. This indicates that there 
larger discrepancy between the administrators' 
expectations and the reality of their jobs. 
The for the Time subscale (29.31) reflects 
subscale composed of only eight items, compared with the 
10 items on each of the other subscales of the ARPI. 
The Total ARPI scale (179.03) indicated 
administrators providing data for this research perceived 
moderate burnout. That is, on a scale of one to five with 
indicating the most burned-out perceptions and five 
indicating the most "healthy!!, least burned-out perceptions, 
the mean for the administrators in this sample corresponded 
to approximately a three. 
All ARPI scale and subscale means higher than 
those reported by Hax (1983), indicating respondents per-
ceived less burnout than those previously surveyed. 
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Relationships ~ Instruments and Biographical Data 
Of central importance to this research are the rela-
tionships between the biographical data and administrator 
role perceptions, measured by the Administrator Role 
Perception Inventory, and administrator work values, as 
measured by the Ohio Work Values Inventory. Additionally, 
this research endeavored to determine the rela tionships 
between administrator role perceptions and administrator 
work values. Therefore. this next section will report the 
relevant data of the relationships investigated. First. the 
relationships between the biographical data and the· adminis-
trator role perceptions will be presented. Next will follow 
the relationships between administrator work values and the 
biographical data. Finally, the relationships between 
administrator role perceptions associated with burnout and 
their work values will be reported. 
Relationships Between Biographical Data ~ ARPI 
Coefficients of correlation calculated between 
biographical data, the ARPI subscales and the Total ARPI 
scale. These correlations tlr~ PJ:8t;8IiL8cl in Table XLI. 
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TABLE XLI 
CORRELATIONS OF BIOGRAPHICAL DATA WITH ARPI 
Bio. Data Exp. Mot. P S ReI. Ace. Time Tot ARPI 
Sex .00 .02 -.01 .05 -.04 .01 .00 
Age .13 -.07 .13 .04 -.07 .08 .06 
Degree .09 -.04 .02 .14 .01 .05 .06 
Yrs Same Job -.02 -.12 -.02 -.04 -.11 -.06 -.08 
Yrs of Admin. .02 -.18 .02 .02 -.08 -.04 -.05 
Six of the 35 correlations presented above in Table XLI 
though numerically small were significant at the .05 level 
or above. Table XLII presents the statistically significant 
correlations of the ARPI subscales and the Total ARPI scale 
with the biographical descriptors and the level of signifi-
cance, if that level was .05 or above. 
Bio. Data 
Age 
Degree 
Yrs Same 
TABLE XLII 
STATISTICALLY SIGNIFICANT CORRELATIONS 
AND LEVEL OF SIGNIFICANCE IHTH ARPI 
Exp. Mot. P S Rel. 
.01 .01 
.01 
Job .05 
Yrs of Admin .001 
Ace. 
.05 
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Summary ..9l. Statistically Significant Correlations 
The following is summary of the significant 
correlations between the biographical data, the ARPI 
subscales and the Total ARPI scale. 
The age of the administrator positively correlated 
with the subscales of Expectation and Psycho-physical State. 
The administrator' s degree was positively correlated with 
the Relationship subscale. The total years an administrator 
held the job at the same location was negatively 
correlated with the Motivation and Accomplishment suhscales, 
and the total number of years in educational administration 
negatively correlated with Motivation, also. 
Relationships Between Biographical Data ~ OWVI 
Coefficients of correlation were calculated between 
biographical data and the OWVI scales. 
are presented in Table XLIII. 
TABLE XLIII 
These correlations 
CORRELATIONS OF BIOGRAPHICAL DATA IIlTH OWVI 
Alt ObjO Sec Con SR In Mon TS Sol I!D Pr 
Sex -.06 -.04 -.04 -.04 .06 -.05 -.05 - .01 -.06 .06 .03 
Age .02 .05 .06 -.09-.14 -.06 -. DB -.05 .02-.0B-.14 
Degree .00 -.02 -.04 -.09-.09 -.06 -.03 -.09 .01-.05 .04 
YrSamJb .04 .11 .10 .02-.07 .04 -.03 -.09 .OB-.I0 .01 
YrAdmin .04 .04 .05 -.00-.17 -.OB -.04 -.07 .01-.11-.07 
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Table XLIV presents the statistically significant 
relations of the OWVI scales with the biographical data ano 
the level of significance, if the level of significance 
TABLE XLIV 
STATISTICALLY SIGNIFICANT CORRELATIONS AND LEVEL 
OF SIGNIFICANCE WITH owvr 
Scale Age Yrs Sam Job Yrs 
Object Orientation .05 
Security .05 
Self-reali zat ion .OJ 
Ideas/Data .05 
Prestige .OJ 
Summary .2i Statistically Significant Correlations 
Admin 
.001 
.05 
The following is a summary of the statistically 8igoi-
ficant correlations between the biographical data and the 
OWVI scales, with level of significance at .05 or ahove. 
The age of the administrator was negatively correlated 
with the scales of Self-realization and Prestige. The years 
the administrator held the same job at the same location was 
postively correlated with the scales of Object Orientation 
and Security but negatively correlated with the 
Ideas/Data scale. The total years an individual had been an 
educational administrator was negatively correlated with the 
Self-realization scale and the Ideas/Data Orientation scale. 
Relationship Between OWVI and ARPI 
The coefficient of correlation was calculated between 
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each OWVI scale, each ARPI subscale and the Total ARPI 
scale in order to determine relationships between 
administrator role perceptions associated with burnout and 
the administrator's work values. 
presented in Table XLV. 
The correlations 
TABLE XLV 
CORRELATIONS BETWEEN ARPI AND OWVI 
Scale Exp. Mot. P S ReI. Ace. Time Tot ARPI 
Al truism -.02 .17 .10 .25 .28 .15 .19 
ObjOrient -.11 -.03 -.08 .01 .04 - .04 -.05 
Securi ty -.11 -.02 -.06 .01 -.01 -.03 -.06 
Control .06 .23 .09 .08 .19 .09 .16 
Self-real -.06 .26 .04 .29 .31 .15 .20 
Indepen - .10 -.00 -.07 -.04 .11 -.08 -.04 
Money -.07 -.04 -.08 -.06 .04 -.07 -.06 
TaskSat. -.09 .13 -.03 .21 .20. .06 .09 
Solitude -.09 -.19 -.21 -.19 -.19 -.23 -.23 
Idea/Data .12 .40 .19 .20 .38 .22 .33 
Prestige .03 .24 .05 .01 • 17 .02 .13 
Many of the correlations reported in Table XLV 
statistically significant at the . 05 level or abo ve • These 
statistically significant correlations between the OWVI 
scales and the ARPI subscales and the ARPI Total scale and 
the level of significance are reported in Table XLVI. 
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TABLE XLVI 
STATISTICALLY SIGNIFICANT CORRELATIONS BETWEEN OWVI AND ARPI 
AND LEVEL OF SIGNIFICANCE 
Scale Exp. Mot. Re!. Ace • Time Tot ARPI 
Altruism .001 .05 . 001 .001 .01 .001 
Object Or .05 
Security .05 
Control .001 .001 .001 
Self-real .001 .001 .001 .01 .001 
Independence .05 
Task Sat is .01 .001 .001 
Solitude .001 .001 .001 .001 .001 .001 
Ideas/Data .05 .001 .001 .001 .001 .001 .001 
Prestige .001 .001 .01 
Summary .2..f.. Statistically Significant Correlations 
The following is a summary of the statistically signi-
ficant correlations between the OWVI scales and the ARPI 
subscales and Total ARPI scale. All significant correla-
tiona are at the ,05 level or above. 
The Altruism scale was positively correlated with the 
Total ARPI scale and all subscales of the ARPI except 
Expectation. Altruism negatively correlated with the 
Expectation subscalej however. the level of significance was 
below .05. The scales of Object Orientation and Security 
were negatively correlated to the individual's the 
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Expectation subscale. The scale of Control was found to be 
positively correlated with the subscales of Motivation and 
Accomplishment and the Total ARPI scale. The Self-
realization scale was found to be positively correlated with 
the Total ARPI scale and the subscales of Motivation, 
Relationships, 
Independence 
Accomplishment and Time. 
positively correlated 
The scale of 
wi th the 
administrators' Accomplishment score. The Money scale 
not statistically significantly correlated with any of the 
ARPI subscales nor the Total ARPI scale. The Task Satisfac-
tion scale was positively correlated with the subscales of 
Motivation, Relationship and Accomplishment. The scale of 
Solitude was significantly negatively correlated with the 
Total ARPI scale and all ARPI subscales except Expectation. 
Expectation was negatively correlated with Solitude, also. 
However, the level of significance was .06. Ideas/Data 
Orientation was found to be positively correlated with all 
ARPI subscales as well 
ly, the Prestige scale 
with the Total ARPI scale. Final-
positively correlated with the 
subscales of Motivation and Accomplishment as well as with 
the Total ARPI scale. 
Relationship ~ OWVI. ARPI and Subject's ~ 
Multivariate analyses of variance performed 
using respondent's sex as the independent variable and the 
scales and of the Ohio. Work Values Inventory and subscales 
the Administrator ~ Perception Inventory as the dependent 
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variable, with alpha level set at .05 for each analysis, to 
determine whether there were statistically significant dif-
ferences in the work values of male and female administra-
tors and differences in burnout of male and female adminis-
trators. The statistical hypotheses that there would be no 
difference between the means of the OWVI scales and the sex 
of the respondent was rejected; the statistical hypothesis 
for the ARPI subscales was not rejected. Subsequent uni-
variate analyses of variance using the Scheffe' test revealed 
statistically significant differences between the sex of the 
respondent and the two work values of Self-realization and 
Ideas/Data Orientation, with women assigning statistically 
significantly greater importance to those two work values. 
On all other nine work values, there were significant 
differences between male and female respondents. Table 
XLVII provides the analysis of variance for the Self-
realization scale, and Table XLVIII provides the male/female 
group means on the Self-realization scale. 
TABLE XLVII 
ANOVA FOR SELF-REALIZATION SCALE AND SEX OF RESPONDENT 
Source of Variation 
Between groups 
Wi thin groups 
'':-p < • 001 
df 
381 
MS 
123.70 
3,938.19 
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TABLE XLVIII 
SELF-REALIZA TION SCALE GROUP NEANS 
Group Mean Std. Dev. 
Male 31. 40 3.31 275 
Female 32.67 2.96 108 
Table IL provides the analysis of variance for the 
Ideas/Data Scale, and Table L presents the group of 
male and female administrators for the Ideas/Data scale. 
TABLE IL 
ANOVA FOR IDEAS/DATA SCALE AND SEX OF RESPONDENT 
Source of Variation df MS 
Between groups 122.4819 6.82* 
Wi thin groups 381 6.838. 0886 
*p < .01 
TABLE L 
IDEAS/DATA SCALE GROUP NEANS 
Group Mean Std. Dev. 
Male 28.47 4.42 275 
Female 29.72 3.72 108 
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Summary .£i ~ Differences 
There were no statistically significant differences 
between male and female administrators on all of 
burnout, measured by the subscales of the ARPI and the 
Total ARPI scale. There no statistically significant 
differences between the work values of male and female 
administrators on nine of the 11 work values measured by the 
OWVI. Women administrators assigned statistically signifi-
cantly importance to the work values of Self-
realization and Ideas/Data Orientation. 
Relationship Between OWVI. ARPI and l.2..Q. Location 
The statistical hypotheses that there would be 
significant difference between group of the OWVI 
scales and ARPI subscales and the respondent' 5 job location 
rejected. 
As in the case of the sex of the respondent, multivar-
iate analyses of variance were performed on the job location 
(Central Office, Elementary, Middle School/Junior High 
School High School) and the scales of the OWVI and the 
subscales of the ARPI. using job level as the independent 
variable and the scales of the OWVI and subscales of the 
ARPI as the dependent variables, with alpha set at .05 for 
each analysis. to determine whether there were statistically 
significant differences in the work values of administrators 
at different job locations and whether there were differen-
ces in bur-nOll!: of administrators in different job locations. 
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Subsequent univariate analyses of variance were per-
formed to determine which scales and subscales differed 
statistically significantly on the respondent I s job loca-
tian. For five of the univariate analyses the statistical 
hypothesis that there would be no statistically significant 
difference between an administrator I s job level and the 
scale/subscale mean with alpha set at .05 for each analysis 
rejected. Means for the Altruism, Independence and 
Prestige scales and Relationship and Time subscales were 
found to be statistically significantly different. Table LI 
presents the analysis of variance for the Altruism scale. 
TABLE LI 
ANOYA FOR ALTRUISM SCALE AND JOB LOCATION 
Source of Variation 
Between groups 
Within groups 
*p < .05 
df 
381 
MS 
60.89 
22.29 
F 
2.73* 
Table LII presents the analysis of variance for the 
Independence scale. 
TABLE LII 
ANOYA FOR INDEPENDENCE SCALE AND JOB LOCATION 
Source of Variation 
Between groups 
Within groups 
*p < .001 
df 
381 
MS 
132.73 
23.88 
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Table LIll presents the analysis of variance for the 
Prestige scale of the OWVI. 
TABLE LIII 
AN OVA FOR PRESTIGE SCALE AND JOB LOCATION 
Source of Variation 
Between groups 
Within groups 
*p < • as 
df 
3 
381 
MS 
158.39 
41. 75 
3.79* 
Table LIV presents the analysis of variance for the 
Relationship subscale of the ARPI. 
TABLE LIV 
ANOVA FOR RELATIONSHIP SUBSCALE AND JOB LOCATION 
Source of Variation 
Between groups 
Within groups 
*p < .001 
df 
3 
381 
MS 
816.88 
19.51 
Table LV presents the analysis of variance for the Time 
subscale of the ARPI. 
TABLE LV 
ANOVA FOR TIME SUBSCALE AND J08 LOCATION 
Source of Variation 
Between groups 
Within groups 
*p < .05 
df 
3 
381 
MS 
89.34 
24.87 
3.59" 
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The statistical hypotheses were rejected at the .05 
level of significance for the Altruism, Independence and 
Prestige scales of the OWVI and the Relationship and Time 
subscales of the ARPI. Therefore, further analyses. using 
the Scheffe test, were conducted to determine which pairs of 
means differed significantly, with alpha set at ,OS. 
Analysis of the data for the Altruism scale with 
administrator level revealed statistically significant dif-
ferences between the means of central office administrators 
and elementary school administrators, with elementary school 
administrators assigning statistically significantly 
importance to the work value of Altruism than central office 
administrators. 
Altruism scale. 
Group 
Elementary Sch. 
High School 
Middle/ Jr. HS 
Central Office 
Table LVI presents the group means for the 
TABLE LVI 
ALTRUISM SCALE GROUP MEANS 
Mean Std. Dev. 
30.10 4.70 113 
29.27 3.99 70 
28.87 5.11 61 
28.42 4.89 141 
Analysis of the data for the Independence scale with 
administrator job level revealed significant differences 
between central office administrators and administrators at 
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the elementary, middle school/junior high school and high 
school levels of administration. wi th central office 
administrators assigning statistically significantly more 
importance to Independence than the building level adminis-
trators. Table LVII presents the group means of the four 
groups for the Independence scale. 
Group 
Central Office 
Elementary Seh. 
TABLE LVII 
INDEPENDENCE SCALE GROUP MEANS 
Mean Std. Dev. 
27.07 4.50 
25.25 5.21 
Middle/ Junior HS 24.80 5.06 
High School 24.76 4.96 
141 
113 
61 
70 
Analysis of the data for the Prestige scale of the OWVI 
with administrator job level revealed statistically signifi-
cant differences between the means of central office admin-
istrators and elementary school administrators, with central 
office administrators assigning statistically significantly 
more importance to Prestige than elementary school adminis-
trators. Table LVIII presents the group means for the 
Prestige scale. 
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TABLE LVIII 
PRESTIGE SCALE GROUP MEANS 
Group Mean Std. Dev. 
Central Office 21. 67 6.52 141 
Middle/Jr. HS 19.69 6.41 61 
High School 19.36 5.74 70 
Elementary 19.23 6.82 113 
Analysis of the data fOT the Relationship subscale of 
the ARPI revealed statistically significant differences at 
the.05 level between central office administrators and the 
three levels of building administrators. with central office 
administrators assigning statistically significantly less 
importance to Relationships than the building level adminis-
trators at the elementary schools. middle schools/junior 
high schools and high schools. 
Significant differences at the .10 level found 
between middle school/junior high school and high school 
administrators and elementary school administrators using 
the Scheffe' Test. with elementary school administrators 
assigning statistically significantly importance to 
Relationships than middle school/junior high school or high 
school building administrators. Scheffe' recommended using 
the .10 level of significance, since the Scheff: Test is so 
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rigorous. Table LIX presents group means for the Rela-
tionship subscale of the ARPI. 
Group 
Elementary 
High School 
Middle/ Jr. HS 
TABLE LIX 
RELATIONSHIP SUBSCALE GROUP MEANS 
Mean Std. Dev. 
42.27 4.20 
40.53 3.75 
40.39 4.72 
Central Office 36.28 4.74 
113 
70 
61 
141 
Analysis of the data for the Time subscale of the ARPI 
with administrator job level revealed statistically signifi-
cant differences between central office administrators and 
elementary school administrators, with elementary school 
administrators less likely to long for the "good old daysll 
the.n central office admini-strators, since a higher score on 
the Time subscale indicates the individual is content with 
the present and does not long for the IIgood old days," 
Table LX presents the group means for the Time subscale. 
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TABLE LX 
TIME SUBSCALE GROUP MEANS 
Group Mean Std. Dev. 
Elemen tar y 30.27 5.06 113 
High School 29.60 5.09 70 
Middle/Jr. HS 29.57 5.61 61 
Central Office 28.26 4.57 141 
Summary .2l. Job Location Differences 
Central office administrators differed from elementary 
school administrators the work values of Altruism, 
Independence and Prestige. Central office administrators 
assigned statistically significantly more importance to 
Independence and Prestige and statistically significantly 
less importance to Altruism than elementary school adminis-
trators. Central office administrators valued Relationships 
less th<'lo the building level administrators at the elemen-
tary schools, middle school/junior high schools and high 
schools. Also, analysis of the data for t.he Time subscale 
of the ARPI revealed central office administrators were 
likely to vieW' the past as better than the present than 
elementary school administrators. 
Using the .10 level of significance for the Scheffe' 
Test, is suggested by its author, elementary school 
administrators assigned more importance to Relationships 
than all other levels of administration. 
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Measurement Characteristics £.i ill Instruments 
Measurement characteristics of the Ohio Work Values 
Inventory (OWVI), the instrument used to measure administra-
tor work values, and measurement characteristics of the 
Administrator ~ Perception Inventory CARPI) , the 
instrument used to measure administrator role perceptions 
associated with burnout. will be presented in the following 
section. Although the intent of this research was not to 
test the reliability and validity of the instruments 
employed, analyses of reliability and validity data for the 
sample population is t"seful ir. Interpreting the data from 
this investigation. 
Ohio Work ~ Inventory 
Analyses of the internal consistency, scale 
intercorrelations and factors of the OWVI follow to provide 
data the reliability and validity of the OWVI with the 
sample population. 
Reliability .Qi. ~ OWVL The reliability of the 
Values Inventory was measured using Coefficient 
Ohio 
Alpha 
to determine the degree of internal consistency among the 
questions measuring a particular work value. That is, Coef-
ficient Alpha calculated to determine the extent to 
which the pool of items chosen to measure each of the 11 
constructs of the OtolVI accurately represents the total pool 
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of hypothetical items that could he used to measure the 
constructs of Altruism, Object Orientation, Sec uri ty, 
Control, Self-realization, Independence, Money, Task Satis-
faction, Solitude, Ideas/Data Orientation and Prestige. 
The internal consistency of the items for each of the 
11 OWVI scales are presented in Table LXI. Reliabilities 
for the scales ranged from. 84 to .95, indicating a 
able degree of internal consistency for the items the 
OWVI; the median approximately .88. 
TABLE LXI 
COEFFICIENT ALPHA FOR EACH SCALE ON OWVI 
Scale Coefficient Alpha 
Altruism .92 
Object Orientation .86 
Security .94 
Control .92 
Self-realization .88 
Independence .84 
Money .95 
Task Satisfaction .88 
Solitude .85 
Ideas/Data Orientation .88 
Prestige .93 
~ Intercorrelations 2...!. ~ Q!LYl. The coefficients 
of correlation of each scale with each other scale 
calculated and presented in Table LXII in order to show 
the relationship between scales. The scale intercorrela-
tions range from. 64 (Self-realization with Task Satisfac-
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tion) to -.18 (Altruism with Solitude). with a median value 
of approximately .22. 
TABLE LXII 
SCALE INTERCORRELATIONS OF OWVI 
Scale ObjO Sec Con SR Ind Mon TS Sol I/D Pres 
Al trusim .13 .20 .21 .48 .17 .06 .42 -.lS .43 .22 
Object Orientation .14 .09 .ll .12 .06 .09 .ll .19 .OS 
Security .32 .23 .29 .41 .24 .14 .02 .20 
Control .31 .3S .29 .18 .10 .30 .47 
Self-realization .33 .16 .64 -.06 .60 .25 
Independence .50 .39 .32 .26 .36 
Money .31 .12 .ll .32 
Task Satisfaction .02 .37 .20 
Soli tude -.01 .11 
Ideas/Data .33 
Validity ..Q.[ the OWVI. A factor analysis, using oblimin 
rotation. performed on the responses of the sample 
the 77 items on the OWVI. The factor analysis yielded 14 
factors. Nine of the factors exhibited congruence with nine 
of the scales of the OWVI, in that the principle loadings of 
the items were on the scales to which they were assigned. 
Two factors were associated with the Solitude scale. One of 
these items loaded equally on another factor; this second 
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factor contained no other item with a principal loading. 
The items of Self-realization formed two factors; for each 
of these two factors the items that had principal loadings 
the factor had noticeable secondary loadings the other 
factor. The results of this factor analysis demonstrates 
construct validity of the OWVI. 
Summary 
Although the intent of this research was not to prove 
the reliability validi ty of the Ohio Work Values 
Inventory. analyses of the 
have indicated that 
relia bili ty 
the OWVI 
and validity 
demonstrated 
satisfactory reliability and validity for this population. 
The reliability coefficients indicated reasona ble 
degree of internal consistency for the items of the OWVI, 
ranging from. 84 for the Independence scale to .95 for the 
work value of Money; the median approximately .88. 
Scale intercorrelations calculated to show the 
relationship between the 11 work value scales. Analysis 
indicated that the scale intercorrelations ranged from .64 
(Self-realization with Task Satisfaction) to -.18 (Altruism 
with Solitude), with a median value of approximately .22. 
factor analysis, using oblimin rotation, per-
formed on the responses of the sample on the 77 OWVI items. 
This analysis yielded 14 factors. Subsequent analysis of 
the principle and secondary loadings supported the conclu-
sion of construct validity of the OWVI. 
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Administrator Role Perception Inventory 
Analyses of the internal consistency, subscale inter-
correlations and the administrators I self-perceptions of job 
stress, personal stress and burnout and their Total ARPI 
scale follow to provide data on the reliability and validity 
of the ARPI with the sample population. 
Reliability .2.i the ARPI. The reliability of the 
Administrator ~ Perception Inventorv was examined using 
Coefficient Alpha to determine the degree of internal 
sistency among the questions measuring each role perception. 
That is, Coefficient Alpha was calculated to determine the 
extent to which the pool of items chosen to measure each of 
the six constructs of the ARPI accurately represented the 
total pool of hypothetical i terns tha t could be used to 
measure the constructs of Expectation, Motivation, Psycho-
physical State, Relationehips, Accomplishment, Time and the 
Total measurement of burnout. 
The internal consistency of the i terns for each of the 
six subscales and for the Total ARPI scale 
in Table LXIII. 
represented 
The reliabilities for the subscales ranged from 
Coefficient Alpha of .74 for the Motivation sub scale to .87 
for the Psycho-physical State subscale, with a reliability 
measurement for the Total ARPI of .92. All of the measure-
ments represented in Table LXIII are higher than those 
reported by Hax (1983). 
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TABLE LXIII 
COEFFICIENT ALPHA FOR EACH SUBSCALE AND FOR TOTAL ARPI 
Scale Coefficient Alpha 
Expectation .75 
Psycho-physical State .87 
Relationships .82 
Motivation .74 
Accomplishment .81 
Time .79 
Total ARPI .92 
~ Intercorrelations £..!. lli ARPI. The coeffi-
cients of correlation of each suhscale with each of the 
other subscales were calculated and are presented in Table 
LXIV in order to show the relationship between the pairs of 
subscales and between the individual subscales and the Total 
ARPI scale. 
The subscale intercorrelations ranged from .21 
(Expectation with Relationships) to .68 (Motivation with 
Accomplishment), excluding the Time subscale. The Time 
subscale is composed of items from the other five suhscales. 
Also, the correlations between the suhscales and the Total 
ARPI scale are predictably higher, since the Total ARPI 
scale is comprised of items from all of the other six 
subscales. 
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TABLE LXIV 
ARPI SUBSCALE INTERCORRELATIONS 
Exp Mot P S ReI Ace Time Tot ARPI 
Expectation .35 .65 .21 .30 .52 .70 
Motivation .62 .36 .68 .68 .79 
Psycho-phy sical .35 .53 .80 .87 
Relationships .55 .64 .62 
Accomplishment .68 .78 
Time .88 
The construct validity of the 
Administrator Role Perception Inventory is reported 
thoroughly in Wax (1983). Therefore, the validity discus-
sian in this chapter focuses upon the correlations calcu-
lated between the respondents' self-perceptions of job 
stress, self-perceptions of personal stress and self-percep-
tions of burnout and their Total ARPI score; that is, the 
discussion focuses upon the criterion-related validity of 
the Total ARPI. 
Cri terion-rela ted validity of the Total ARPI 
calculated by computing the Coefficient of Correlation of 
the three variables of job stress, personal stress and 
burnout with the Total ARPI score. Respondents asked 
the Job Data sheet to rate their job stress and personal 
stress in two separate questions by marking from to 
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eigh t. Similarly, respondents were asked on the Job Data 
sheet to indicate their current level of burnout. Respon-
dents asked the questions, IIHow much stress is in your 
work?" and IIHow much stress do you feel1" They were to mark 
on Likert-type scale for each stress question a number 
from zero to eight, indicating no stress to tremendous 
stress. The word "some" was written under the number two; 
"moderate" was written under the number four, and "consider-
written under the number six. For scoring and 
TABLE LXV 
FREQUENCY DISTRIBUTION OF SCORES ON JOB STRESS 
Category 
Tremendous 
Considerable 
Moderate 
Some 
None 
No Response 
TOTAL 
Score Frequency 
28 
66 
156 
50 
51 
10 
24 
388 
Cumuia ti ve 
Percent Percent 
7.2 100.0 
17.0 92.8 
40.2 75.7 
12.9 35.4 
13.1 22.5 
2.6 9.3 
6.2 6.7 
0.3 0.5 
0.3 0.3 
0.3 
100.0 
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computer analyses, the scores were converted to a to 
nine scale. Table LXV provides the frequency distribution 
for the job stress question. The mean for the job stress 
question 6.57, indicating moderate to considerable job 
stress. The standard deviation was 1.5. The median 
6.8, with a mode of 7.0. 
Table LXVI presents the frequency distribution for the 
personal stress question. The mean for the personal stress 
question was 5.65, indicating moderate personal stress. The 
TABLE LXVI 
FREQUENCY DISTRIBUTION OF SCORES ON PERSONAL STRESS 
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indicating a generally symmetrical distribution. 
5. O. 
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5.7, 
The mode 
Coefficients of correlation were calculated for the 
job stress question, personal stress question and the Total 
ARPI scale. These coefficients of correlation 
significant at t"he .001 level. Table LXVII provides the 
coefficients of correlation between the Total ARPI scale and 
the two stress questions. Since the higher scores on the 
ARPI indicate "healthier ," less burned-out perceptions. 
correlations with the stress questions are negative. 
TABLE LXVII 
CORRELATIONS BETWEEN STRESS MEASURES AND TOTAL ARPI SCALE 
Stress Question 
Job Stress 
Personal Stress 
iE-Significant at the .001 level 
Correlation 
-.28 i !-
-.50" 
Respondents were asked on the Job Data form to "Please 
indicate your current level of burnout. II They were to mark 
Likert-type scale a number from zero to eight, indica-
ting no burnout to tremendous burnout, respectively. Be-
neath the number two the word "some" appeared. "~loderate" 
appeared under number four, and "considerable" was written 
under the number six. The scores were converted to a one to 
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nine scale for computer analyses. The mean and median for 
the burnout question were 4.2, indicating some to moderate 
burnout and a symmetrical distributio. The standard de via-
tion was 2.0. The mode was 3.0. Taale LXVIII provides the 
frequency distribution of the burnout question responses. 
TABLE LXVIII 
FREQUENCY DISTRIBUTION OF SCORES ON BURNOUT 
Cumulati ve 
Category Score Frequency Percent Percent 
Tremendous 1.5 100.0 
16 4.1 98.4 
Considerable 39 10.1 94.3 
40 10.3 84.1 
Moderate 81 20.9 73.7 
36 9.3 52.6 
Some 81 20.9 43.2 
47 12.1 22.1 
None 38 9.8 9.9 
No Response 1.0 1.0 
TOTAL 388 100.0 
The coefficient of correlation was calculated between 
the burnout question responses and the Total ARPI scale. The 
results indicated the coefficient of correlation was -.54, 
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which is significant at the .001 level. The correIa tion is 
negative, since higher scores on the ARPI reflect less 
burned-ou t perceptions. 
Summary 
The reliability of. the ARPI proved satisfactory. 
The reliability coefficients (alpha) for the subscales 
ranged from. 74 for the Motivation subscale to .87 for the 
subscale of Psycho-physical State. 
the Total ARPI scale was .92. 
Coefficient Alpha for 
Respondents scored higher on the job stress question 
than the personal stress or burnout questions. The mean 
for the job stress question was 6.57. indicating moderate to 
considerable job stress. The mean of 5.65 for the personal 
stress question indicated respondents perceived moderate 
personal stress. The mean of 4.2 for the burnout question 
indicated 
burnout. 
respondents perceived "some" to "moderate" 
The construct validity of the ARPI previously had been 
reported by Wax (1983). Measures of criterion-related vali-
dity, using the variables of job stress, personal stress and 
burnout were analyzed for this research. The results indi-
cated satisfactory correlations between respondents' self-
perceptions of job stress, personal stress and burnout with 
their Total ARPI score. The distributions were found to be 
generally symmetrical. 
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CHAPTER V 
SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 
The purpose, procedures and results of 
investigation reported in this chapter. 
this 
Also, 
conclusions, limitations and recommendations are addressed. 
The purpose of this research was to indentify the work 
values of public school administrators, as measured by the 
Ohio Work Values Inventory, and determine the relationships 
between public school administrator role perceptions 
ciated with burnout, as measured by the Administrator ~ 
Perception Inventory, and their work values. The data 
analyzed by: 
a) Levels of Administration 
b) Background Data of Administrator 
c) Specific Scales the Instruments 
The administrators from 10 urban and suburban school 
districts in Oregon and Washington received a packet 
taining biographical data sheet, an Ohio Work Values 
Inventory and an Administrator ~ Perception Inventory in 
the Spring of 1983. Of the 701 administrators receiving 
materials I 388 administrators completed packets. 
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Analysis of the data revealed the sample for this 
research consisted primarily of line administrators with job 
responsibilities at the building levels of high school, 
middle school/junior high school elementary school. The 
majority of the administrators had been in their present 
position four years or less. The average administrator in 
the sample was a 46-year-old male with a Master I s Degree and 
a Standard Administrative certificate. 
Respondents scored the highest on the Accomplishment 
and Relationship subscales of the Ad;ninistrator ~ 
Perception Inventory, with of 40.19 and 39.44, 
respectively. The administrators scored the lowest the 
Expectation subscale of the ARPI, with of 29.30. 
The Total ARPI scale mean 179.03, out of a possible 290. 
Higher scores on the ARPI reflect "healthier, II less burned-
out perceptions. 
The reliability of the ARPI satisfactory, with 
coefficients ranging from. 74 for the subscale of Hotivation 
to .92 for the Total ARPI scale. Cri ter ion-rela ted 
validity, measured by correlations between the job 
stress, personal stress and burnout questions, proved 
satisfactory, also. The correlations were significant at 
the.OOl level. 
The administrators indicated moderate to considerable 
job stress (mean of 6.57), moderate personal st:ress (mean of 
5.65) and some to moderate burnout (mean of 4.2). 
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Administrators in the sample assigned the greatest 
importance to the work value of Task Satisfaction, with 
mean of 32.31, and the least importance to the work value of 
Solitude, with a mean of 14.96, as measured by the Ohio ~ 
Values Inventory. The work value of Self-realization 
valued in the "considerable" to "great II range of values. 
Considerabla importance assigned to the work values of 
Altruism, Independence and Ideas/Data; and moderate to 
considerable importance assigned to the work values of 
Control and Money. Finally, respondents assigned moderate 
importance to the work values of Security, Prestige and 
Object Orientation. 
The reliability and validity of the Ohio Work Values 
Inventory proved satisfactory. Reliability coefficients 
ranged from .84 for the Independence scale to .95 for the 
scale of Money. Scale intercorrelations ranged from .64 
(Self-realization with Task Satisfaction) to -.18 (Altruism 
with Solitude). 
Statistically significant positive correlations 
found between the age of the administrator wi th the ARPI 
subscales of Expectation and Psycho-physical State. The 
degree of the administrator was positively correlated with 
the Relationship subscale. Statistically significant nega-
tive correlations were found between the ARPI subscales of 
Motivation and Accomplishment with the total number of years 
an administrator held the same job at the same location and 
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between the ARPI subscale of Motivation and the total number 
of years an individual had been educational 
administrator. 
Statistically significant negative correlations 
found between the age of the administrator with the OWVI 
scales of Self-realization and Prestige, between the years 
an administrator had held the same job at the same location 
with the Ideas/Data scale and between the total number of 
years an individual had been an educational administrator 
with the Self-realization and Ideas/Data scales. Statis-
tically significant positive correlations found between 
the years administrator held the same job at the same 
location with the OWVI scales of Object Orientation and 
Security. 
Many of the OWVI scales were correlated statistically 
significantly at the. 05 level or above with the ARPI sub-
scales and/or the Total ARPI scale. There were 35 
statistically significant correlations between OWVI scales 
and ARPI subscales and the Total ARPI scale, the majority of 
the correlations being at the .001 level of significance. 
The analyses of variance indicated statistically 
significant differences between male and female administra-
tors on all measures of burnout. That is, there were no 
statistically significant differences found between male and 
female administrators on all subscales of the ARPI and 
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the Total ARPI scale. Similarly, there 
statistically significant differences between male and fe-
male administrators on nine of the 11 work values 
measured by the OWVI. Women administrators assigned 
statistically significantly importance to the work 
values of Self-realization and Ideas/Data Orientation. 
Also, analyses of variance indicated there 
differences in three work values and two burnout subscales 
between different levels of administration. Central office 
administrators assigned statistically significantly 
importance to the work values of Independence and Prestige 
and less importance to Altruism than did elementary school 
administra tors. Central office administrators valued Rela-
tionships. ARPI subscale. less than did all levels of 
building administrators. Central office administrators 
more likely to view the past as better than the present than 
elementary school administrators. a perception measured by 
the ARPI Time subscale. 
Conclusions 
The review of the literature suggested burnout 
subtle pattern of symptoms unique to each individual. 
appropriately assessed in terms of the degree of burnout one 
experiencing, instead of an either-or classification 
system of "burned-out" or " not burned-out. II Also, 
possible relationships between an individual's work values 
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and burnout, between the sex of the respondent and the 
individual's work values and between the individual's place 
in the organizational heirarchy and burnout were suggested 
by the literature. Additionally, the review of 
the literature indicated members of a vocation may have 
similar work values, and burnout could be one of the factors 
negatively affecting our public schools. These issues will 
be addressed in the conclusions of this investigation. 
The Degree .£i. Burnout .i!!. the Sample I s Administrators 
The administrators in this sample reported moderate to 
considerable job s'tress, moderate personal stress and 
to moderate burnout on the biographical Data Sheet. The 
moderate burnout perception was reinforced by the mean for 
the Total ARPI scale, which also indicated moderate burnout 
of the administrators in the sample. The coefficient of 
correlation between the burnout question on the biographical 
Data Sheet and the Total ARPI scale was -.54, significant at 
the • 001 level. 
ARPI 
perceptions. 
administrator 
The correlation is negative, since higher 
indicate less burned-out, "healthier" 
This suggests that although the job of 
be conSiderably stressful. the 
administrators in this sample were coping adequately with 
the stress at the time of this research. In fact, the 
degree of burnout was less than that reported by Wax (1983), 
who researched administrative burnout during a time of year 
thought to be much less stressful than that employed in the 
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current research. Considering the time of year this 
research conducted, administrators appeared to be 
coping adequately with the stressors commonly associated 
wi th the end of the school year. 
~ ..Q..[ Administr.ators .i!!. ~ ill Predicted 
The review of the literature suggested individuals who 
highly valued Prestige, Self-realization, Task Satisfaction 
and Altruism may be more prone to future burnout. Although 
administrators in this sample placed considerable importance 
upon those work values, that is not enough to predict their 
future burnout. The total years an individual had been 
doing the same job at the same location and the total number 
of years of being an educational administrator not 
statistically significantly correlated with the Total ARPI 
scale measuring burnout, although the correlations of those 
biographical descriptors with the Total ARPI scale 
negative. 
Appendix 
It is evident from the two notable comments in 
that many factors influence the burnout level of 
administrators over a period of time. 
Relationships Between Work ~ ~ Burnout 
The profile of individual experiencing burnout 
indicated by the literature review suggested withdrawal 
from other individuals, desire to work in relative 
solitude, and lack of feeling of accomplishment and 
motivation. Also, individuals experiencing burnout might 
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think their job was going to be different than reality 
proved it to be. Since the administrators in this sample 
experiencing only a moderate degree of burnout, one 
would expect their scale the Relationship, 
Accomplishment and Motivation subscales of the ARPI to be 
higher and their scale means for the Expectation subscale to 
be lower. This was. in fact, true for the sample. The 
highest means on the ARPI suhscales were for 
and Accomplishment, 
Expectation suhscale. 
and the lowest 
Relationships 
f or the 
Similarly, individuals experiencing burnout would be 
expected to have a high scale mean for the work value of 
Solitude the OWVI and have lower means for the scales of 
Task Satisfaction, Self-realization and Altruism. Again, 
since the administrators in this sample 
only moderate burnout, the Solitude scale 
experiencing 
the 
lowest, and the scale means for the work values of Task 
Satisfaction, Self-realization and Altruism were higher. 
The literature suggested that individuals who place 
high value Altruism, Task Satisfaction and Se] f-
realization are more likely eventually to experience burnout 
than 
values. 
individuals who place lesser importance 
The importance placed by administrators 
these 
these 
values may partially explain the moderate burnout which they 
indicated. Since the role of an educator is perceived 
altruistic and educators have encouraged students and each 
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other to strive for self-realization, it is reasonable to 
expect those who have "healthier" profiles on the ARPI to 
place greater personal importance on these values than those 
who have less "healthy II profiles; in fact, a lowering of 
these values may accompany an increase in feelings of 
burnout. The positive correlations of Altruism, Self-
realization and Task Satisfaction with the suhscales and 
Total scale of the ARPI (Table XLV) lends support to this 
supposition. Finally, one would expect individuals in 
"helping" profession to place little importance nn Solitude 
in the job setting. The literature indicates that withdrawal 
from interactions with others is a symptom of burnout. As 
to be expected, the administrators placed little value 
Solitude, but the negative correlations between this vari-
able and the subscales and Total scale of the ARPI indicate 
that those people with a "less healthy" profile on the ARPI 
place greater value on Solitude. 
In total, there 35 statistically significant cor-
relations between the OWVI scales and the ARPI subscales and 
the Total ARPI scale, indicating there statistically 
significant relationships between administrator work values 
and role perceptions associated with burnout. Every work 
value, except the scale of Money was statistically signifi-
cantly correlated with at least one subscale on the ARPI. 
Work Values ~ ~ Sex ..Q..[ ill Administrator 
Previous research findings have indicated differences 
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in work values of male and females appear at early age 
(Hales and Fenner, 1973; Hales and Yackee, 1974), and the 
number and magnitude of the differences in the work values 
between males and females increase with the age of the 
subjects (Hales and Hartman, 1978). However, only two 
significant differences of a possible 11 work values 
identified in this present study, supporting Holland's 
(1973) assumption. Sex differences in work values within a 
somewhat homogeneous subset of a profession may be small. 
School districts can their male and female adminis-
trators in this sample generally have similar work values. 
Burnout and ill ill £f the Administrator 
There no statistically significant differences 
found between male and female administrators on the burnout 
School districts in the sample can expect their 
male and female administrators to reflect similar degrees of 
burnout. Homen administrators should not be rejected 
because of a false assumption that they are more likely to 
burn out. 
Work Values and the Level 2...f Administration 
Central office administrators varied statistically 
significantly from elementary school administrators on three 
key work values. Central office administrators assigned 
statistically significantly more importance to Independence 
and Prestige and statistically significantly less importance 
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Addi-
tionally, central office administrators varied statistically 
significan tly from middle school/junior high school and high 
school administrators with central office administrators 
assigning statistically importance to Independence than 
the aforementioned other administrators. School districts 
may want to consider central office administrators a dis-
tinct subset of administrators, valuing the opportunity to 
be more independent from close supervision and valuing 
opportunities for more personal recognition for work per-
formed. 
~ ~ ill Level 2.i Administration 
Central office administrators differed from all other 
levels of administration the ARPI subscale of 
Relationships, assigning statistically significantly less 
importance to Relationships than other school administra-
tors. This could be due to central office administrators 
performing their duties with less contacts with colleagues, 
parents and students. Many of the questions for this sub-
scale referred to contacts with colleagues, parents and 
students. 
There statistically significant differences 
between the levels of administration and the Total ARPI 
scale, indicating all levels of administration in the sample 
experienced similar burnout. No level of administration 
experienced significantly greater burnout. The literature 
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stress stated individuals higher in the organizational 
hierarchy are subject to more stress. It is evident from 
the data in this investigation that administrators at the 
building levels and in the central office respond to stres-
sors similarly in terms of experiencing burnout. 
Satisfaction .2l. ~ Order Needs 
Hackman and Lawler (1971) stated that most lower order 
needs, such as the need for security, are reasonably we11-
satisfied in contemporary society. Administrators valued 
Security only moderately, with a mean of 22.20, suggesting 
that the lower order need of Security may be reasonably 
satisfied for the administrators in this sample. Also, 
Centers had stated that the middle class desired jobs offer-
ing self-expression, while the working class desired jobs 
offering security. If one considers administrators members 
of the middle class, Centers assumption was supported. 
Importance .2l.. Money .!..Q. Administrators 
The scale mean for the work value of Money was 23.38, 
indicating respondents assigned moderate to considerable 
importance to this value. However, it was valued much less 
than the higher order needs of Self-realization and 
Altruism. Sheppard and Herrick (1972) suggested that 
all job satisfaction was more highly correlated with oppor-
tunity for personal growth and interesting work than pay. 
It I"ould appear, then, that the school districts in this 
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sample could affect the job satisfaction of their adminis-
trators more with attention paid to the tasks assigned the 
administrators than with the amount of their paycheck. 
Hackman and Lawler's (1971) research support this finding; 
also the results have implications for those of the scienti-
fic management persuasion who "have tended to assume that 
the typical employee will be content, if paid judiciously 
for his cooperation, to work jobs which provide little or 
opportunity for personal feelings of accomplishmen.. or 
achievement" (p. 280). Since the mode for this scale 
35, the highest score possible, school districts in the 
sample can be assured that Money was of great importance to 
small group of administrators. However, the scale of 
Money was not significantly correlated with any of the ARPI 
subscales nor with the Total ARPI scale, indicating adminis-
trative burnout is not related to the importance individuals 
assigned to Money. 
~ .2.i Administrator ill ~ Values 
The age of the administrator was statistically signifi-
cantly negatively correlated at the .01 level with the work 
values of Self-realization and Prestige. It would appear 
Prestige and Self-realization may become less important to 
an administrator as the administrator grows older. 
Time ..QJ!. Job and Work ~ 
The work values of Self-realization and Ideas/Data were 
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statistically significantly negatively correlated with the 
total number of years an individual was administrator. 
suggesting these work values may become less important the 
longer an individual was an educational administrator. 
In contrast, the work value of Security was positively 
correlated with the total number of years an administrator 
held the same job at the same location, suggesting the less 
mobile an administrator is, the more important Security is 
to the administrator. 
ARPI Subscale Correlations with Biographical Data 
The ARPI subsea Ie of Motivation was statistically sig-
nificantly negatively correlated with the total number of 
years an individual had been an educational administrator, 
suggesting Motivation may decrease the longer an individual 
is an administrator. 
There a statistically significant negative correla-
tion with the age of the administrator and the subscale of 
Psycho-physical State. suggesting emotional and physical 
vigor may decrease with the age of the administrator. 
An administrator's feelings of accomplishment, 
measured by the ARPI subscale of Accomplishment, 
statistically significantly negatively correlated with the 
number of years an individual had been at the job in 
the same location, suggesting, individuals who have been in 
job longer period of time may feel they have 
plished less of their professional goals. 
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The statistically significant positive correlation 
between the Relationships subsea Ie of the ARPI and the 
academic degree of the administrator indicated administra-
tors with higher degrees more strongly desired relationships 
with colleagues and clients. 
Comparison .2..i Data with Previous Findings 
Comparisons of the means and standard deviations for 
the ARPI subscales and the Total ARPI scale for this 
research with the means and standard deviations reported by 
Wax (1983) reflected a similarity between the data for the 
two studies. The Administrator Role Perception Inventory 
appears to be relatively stable over time, independent of 
job stress fluctuations over a period of a year. 
Use 2i. OWVI and ARPI with Administrators 
Examination of reliability and validity measures of the 
two instruments employed in the research to work 
values (OWVI) and role perceptions associated with burnout 
(ARPI) indicated both instruments have satisfactory 
reliability and validity for this sample population. The 
reliability were comparable to other self-report 
inventories using Likert-type scales. In fact, the majority 
of self-report inventories have reliabilities below. 90, and 
many of the reliabilities reported are below .80 (Nunnally, 
1972) • 
The ARPI subscale inter correlations reinforce lifax's 
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conclusion the ARPI should be used as an entire scale, due 
to the interrelatedness of the subscales. The subscales of 
the ARPI should be viewed as several of the many facets of 
burnout. 
Practical Significance .2.f Findings 
All statistical tests take sample size into account. 
Statistically significant values in large samples I then. are 
as real as those found in small samples, and an increase in 
the size of the sample increases the reliability or 
precision of estimates of population parameters. 
In considering the practical significance of the data 
for this study, one must consider the sample size, the 
magnitude of the correlations and the magnitude of the 
differences between group means in the analyses of variance. 
When interpretating data from large samples, minute dif-
ferences can be statistically significant. 
Many of the statistically significant correlations 
reported did not account for 
variance and may be of little 
appreciable amount of 
in predicting 
anticipating how administrators react over time. Similarly. 
many of the absolute differences between group on 
statistically significant analyses of variance were small. 
The statistically significant correlations which were of the 
smallest magnitude were between the biographical data and 
the OWVI scales and ARPI subscales and Total ARPI scale. 
These correlations should be viewed the most cautiously. 
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Larger correlations were found between the OWVI scales and 
the ARPI subscales and Total ARPI scale. accounting for 
larger amount of the variance. 
Limitations .2l.. ~ Study 
The limitations of this study include the geographic 
location of the sample. differences in job descriptions and 
job responsibilities of administrators and the return rate. 
Geographic ~ 
Administrators in ten school districts from Oregon and 
Washington included in the sample. 
whether administrators in other states 
It is not known 
geographical 
regions of Oregon and \vashington possess characteristics 
that would 
population . 
them to be classified 
.l..2....Q.. Responsibility Differences 
different 
Job responsibilities and personal interactions differ, 
although administrators may have similar job titles. It is 
possible the duties of an administrator in large urban 
school districts may be different from those in smaller 
suburban districts though they possess the same job title. 
~~ 
The overall return rate for this study is what is 
traditionally expected in similar studies utilizing a ques-
tionnaire. The return rate was lower for the urban respon-
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dents than for the suburban respondents t as generally is the 
case. It 1s 
for this study 
possi bIe that those who did not provide data 
have different work values and role 
perceptions than those administrators who chose to partici-
pate in this research. 
Implications for School Districts 
The purpose of this research was to identify the work 
values of public school administrators and determine the 
relationships between public school administrator role per-
ceptions associated with burnout and their work values. 
This investigation has suggested implications for 
school districts. 
1. The 
between the 
lack of statistically significant differences 
burnout and nine of 11 work values 
indicated male and female administrators have similar work 
values and may be exp~cted to experience similar burnout 
when subjected to comparable stress factors. This finding 
supports the programs of school districts to have more women 
in administration. 
2. The low importance assigned to the work value of 
Solitude suggests districts should, for the most part, 
deavor to structure administrative jobs without a high de-
gree of solitude. A support system or a system of net-
working among administrators would help to cut down isola-
tion among administrators. Similarly, districts interested 
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in the satisfaction of the administrative staffs should take 
note of the great importance placed on the values of Task 
Satisfaction, Ideas/Data and Altruism, suggesting districts 
may want to structure administrative jobs allowing for the 
pursuit of those values. These findings give support to the 
job enlargement theories. It is apparent administrators 
seek more from their jobs than an adequate paycheck. 
3. The school district inservice programs for adminis-
trators may want to focus on stress and burnout reduction. 
Although the administrators responding in this sample did 
not report a high degree of burnout, it is evident they ·were 
under a lot of stress. Some districts may be interested in 
reducing the current stress and burnout levels on the 
assumption even moderate stress and burnout is too high and 
;is detrimental to education. 
Recommendations i£.!:. Further ~ 
The data from this research suggested administrators in 
this sample were coping adequately with moderate to consi-
derable job stress at a particularly stressful time of the 
year. However. no data were collected on absenteeism rates 
to indicate whether administrator absenteeism was higher 
during the Spring when there is assumed to be more stress. 
The administrative turnover rates may be another 
direction for further research. One does not know whether 
the administrators reflected a lower degree of burnout, 
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since all those who were experiencing higher degrees of 
burnout may have left the profession before the survey. 
longitudinal study over time assessing work values 
and burnout of entry-level administrators and the work 
values and burnout of administrators throughout their 
would indicate whether there are changes over time. 
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Dear Administrator 
There has been much literature published in the field of 
stress and bUrnout. Many professionals have indicated these 
phenomena present also in the field of educational 
administration. If this is so, these characteristics may be 
related to an individual's role perceptions and work values. 
Your responses to the enclosed inventories will help deter-
mine if such relationships exist. 
The instruments you are receiving are: (1) the Administra-
1.2.!: .R..2k Perception InventorYi (2) the Ohio ~ Values 
Inventory; and (3) an accompanying Job Data form. To 
insure confidentiality of all respondents. no individual 
names will be recorded. nor will the name of your school 
district be identified. 
know this is a very busy time of the year for you. and I 
greatly appreciate your taking the time to provide the 
requested information. 
Please enclose your responses in the envelope provided, and 
return the addressed. sealed envelope. 
Again, thank you. 
Sincerely 
Jacqueline M. t~aggoner 
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JOB DATA 
Please provide the following information: 
1. Job Title __________________ _ 
2. Sex _________ _ 3. Age ______ _ 
4. List highest degree plus additional hours and certificates held: 
~gree~~~============~+~H:ou:r~s~============= Certificates 
5. Years experience at present position (same location, job 
responsibilities, etc. ) _____________ _ 
6. Years of work experience as educational administrator ____ _ 
7. Which of these definitions best describes your present job? 
line (a position in the direct: line of authority from 
superintendent to principal or vice-principal, 
direct and specific accountability for 
instruction. ) 
staff (a position whose fWlction is to help line 
administrators; provides service, support, 
analysis. ) 
8. Which of the following most accurately describes your 
position? 
central office = middle school/ junior high school _ elementary school _ high school 
9. How much stress is in your work? 
some moderate 
10. How much stress do you feel? 
consider-
able 
none moderate consider-
able 
11. Please indicate your current level of burnout. 
some 
OPTIONAL: 
moderate consider-
able 
tremen-
dous 
tremen-
dous 
tremen-
dous 
If you wish a summary of the results of this study please 
provide your name and worksite. 
~:~~s"'i::-te:----------------
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OHIO WORK VALUES INVENTORY 
This inventory contains 77 items concerning 
work values of an individual. Read each 
statement and decide how strongly you feel 
about the statement. For each statement, 
please mark an X on the line which 
corresponds best to your opinion. 
Copyright © 1973 by Loyde W. Hales and Bradford J. Fenner 
179 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
OHIO WORK VALUES INVENTORY 
How much would you like to have: 
1. a job that helps people? 
2. a job where you put things 
together? 
3, a job that is easy for you to 
keep? 
4~ a job where yOll can tell others 
what to do? 
5. a job where you do many of the 
things you are able to do? 
6. a job where you come and go as 
you please? 
7. a job that pays you a lot of 
money? 
S. a job where you do things you 
like to do? 
9. a job that you do mostly by 
yourself? 
10, a job where you often work with 
facts, ideas and opinions? 
11. a job where a lot of people in 
Not Fairly A Very 
much little much lot much 
your state will know what you do? __ 
12. a job where you help people to 
have a better life? 
13. a job where you make or build 
things? 
14. a job that is yours as long as 
you want it? 
15. a job where you would be the 
boss? 
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How much would you like to have: 
16. a job where you can use the 
skills you have? 
17. a job where you choose what you 
will do each day? 
18. a job where you can earn all 
the money you need and more? 
19. a job that gives you a lot of 
enjoyment? 
20. a job where you work very 
little with other people? 
21. a job where you sometimes think 
of new ways to do things? 
22. a job that will make you well 
known? 
23. a job where you do good things 
for others? 
24. a job where you can see how and 
Not Fairly A Very 
much little much lot much 
why parts of things fit together? __ 
25. a job you are sure of having 
year after year? 
26. a job where y;u give directions 
to other workers? 
27. a job that lets you use your 
abilities? 
28. a job where no one tells you 
what to do? 
29. a job where there is a chance 
to get rich? 
30. a job that makes you feel happy 
most of the time? 
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Not Fairly Very 
much Ii ttle much lot much 
How much would you like to have: 
31. a job that is done mostly by one 
person? 
32. a job where having ideas is 
important? 
33. a job where people admire you for 
your work? 
34. a job where you can help people 
who have problems? 
35. a job where your main work is to 
make or fix things? 
36. a job where no one will take your 
place unless you decide to leave the 
job? 
37. a job where you are in charge of a 
group of workers? 
38. a job that helps you to keep on 
improving as a person? 
39. a job where you decide what hours 
you will work? 
40. a job where you can earn a lot of 
money? 
41. a job that you look forward to 
doing each day? 
42. a job where you are on your own 
in doing the work? 
43. a job where you try to make sense 
out of several ideas? 
44. a job where many people will know 
you because of your work? 
45. a job where you can help people who 
don! t have a very easy life? 
46. a job where you take things apart 
to see why they don! t work? 
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How much would you like to have: 
47. a job that you know is always 
yours? 
Not Fairly A Very 
much little much lot much 
48. a job where it is up to you to see 
that others do their work? 
49. a job where you do the things you 
are good at doing? 
50. a job where you can take time off 
when you want? 
51. a job where you may sometimes make 
a lot of extra money? 
52. a job that seems fun to do? 
53. a job where you work by yourself 
most of the time? 
54. a job where it is important that 
others understand your ideas? __ 
55. a job where you have a chance to 
be famous? 
56. a job where doing something for 
other people is your main work? __ 
57. a job where you often handle 
things? 
58. a job you can keep as long as you 
like? 
59. a job where you plan and direct 
the work of others? 
60. a job where you can develop your 
abilities? 
61 a job where you decide how you 
will do your work? 
62. a job that will make you a rich 
person? 
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How much would you like to have: 
63. a job that you enjoy doing? 
64. a job where you are not near 
other people much of the time? 
65. a job where putting ideas 
together is important? 
66. a job where you will be well 
known for the work you do? 
67. a job that makes living more 
easy and happy for other people? 
68. a job where you use tools in 
doing your work? 
69. a job you know you can always 
have? 
70. a job where others do the work 
the way you say? 
71. a job where you keep improving 
your skills? 
72. a jo b that you can do your own 
way? 
73. a job that gives you plenty of 
money? 
74. a job where the work you do 
makes you feel good? 
75. a job that yOll can do alone? 
76. a job where developing ideas 
is important? 
77. a job where you get to know 
some important people? 
Not Fairly A Very 
much little much lot much 
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ADMINISTRATOR ROLE PERCEPTION INVENTORY 
This inventory contains 50 perceptions 
concerning life as an administrator. Read 
each statement and decide to what extent yOll 
agree or disagree with it. For each 
statement, please mark an X on the line which 
corresponds best to your opinion. 
Copyright © 1982 by Loyde W. Hales and Anne S. Ivax 
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ADMINISTRATOR ROLE PERCEPTION INVENTORY 
KEY: 
SD=Strongly Disagree 
D=Disagree 
N=Neutral 
A=Agree 
SA=Strongly Agree SD 
1. I never expected to spend so much time 
documenting what I've said and done. _ 
2. I approach my work with less eagerness 
now. 
3. My work depresses me more now than it 
used to. 
4. I have the support of parents. 
5. I've made a number of important 
accomplishments. 
6. I thought I I d have more time for 
creative educational planning. 
7. I look forward to going to work. 
8. I seldom feel fatigued. 
9. Parents and I are able to see each 
other's point of view. 
10. In my job as an administrator. I 
have a positive effect on other 
people's lives. 
11. I have about as much time for planning 
as I had expected. 
12. I look for ways to lessen my 
responsi bili ties. 
13. I wish that I did not have to work 
so closely with other people. 
14. It is often difficult for me to 
establish rapport with parents. 
15. I am not an effective administrator. 
16. Being a school administrator is no more 
difficult than I thought it would be. _ 
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SD 
17. I don't want to go to work. 
18. By the end of the day, 11m washed out._ 
19. Parents used to trust me more than 
they seem to now. 
20. My professional life seems empty. 
21. I thought people would be more 
appreciative of my efforts. 
22. I am more mati vated than I used 
to be. 
23. Although I work hard, I'm not exhausted 
at the end of the work day. 
24. Students frequently smile and speak 
to me. 
25. I suspect that other administrators think 
I'm not as effective as I used to be. 
26. I didn't know that I'd have to spend so 
many evenings working. 
27. I volunteer for special committees less 
than I used to. 
28. My job is more emotionally draining than 
it used to be. 
29. I find myself treating students as if 
they are a set of variables, rather than 
as individual people. 
30. My recent accomplishments seem to be 
of little importance. 
31. My training gave me a good idea of what 
to expect in my job. 
32. My job provides the right amount of 
challenge for me. 
33. I don't laugh as often as I used to. 
34. Staff members tend to contact me or..ly 
when they feel it is essential for 
them to do so. 
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35. When there's a hard job to be done, 
people often ask for my help. 
36. It is harder to establish priorities 
than I thought it would be. 
37. It is important for me to push myself 
to be all that I can be. 
38. I indulge in self-pity more than I 
used to. 
SD 
39. I am more effective now in working with 
students' problems. 
40. I do a good job in handling staff 
problems. 
41. People are more irrational than I had 
suspected. 
42. I frequently initiate changes in order 
to improve our school. 
43. I seldom feel weary. 
44. I really do not understand today' s 
students. 
45. I can list a number of accomplishments 
that I have made in the last year. 
46. In my job today, I deal with problems 
I never could have imagined ten 
years ago. 
47. I look for opportunities to further 
demonstrate my talents and skills to 
my superiors. 
48. I am seldom grouchy. 
49. Helping staff learn new ways of 
working with students has become 
more important to me. 
50. I can now make a more positive impact 
at work than I could before. 
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APPENDIX B 
Sample Letters from Researcher to Districts 
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Date 
Designated District Personnel 
School District Address 
Dear (Designated Person) 
190 
Thank you for the interest you expressed in my proposed 
research. I will explain my research proposal briefly in 
this letter and am encloSing a more complete explanation for 
your review. 
Briefly J the problem statement of this research is to 
investigate the work values of public school administrators, 
and determine the relationship between public school 
administrators' role perceptions which are associated with 
burnout and their work values. 
Research in this field of administrator work values and role 
perceptions is useful in the following respects: 
1. This information will help administrators identify the 
warning signs of burnout in themselves and in their co-
workers in order that they may take steps to counteract the 
effects of burnout and respond more effectively to those who 
are experiencing problems associated with burnout. 
2. Knowledge about factors contributing to burnout among 
administrators help school districts restructure 
activities in order that the work environment will help to 
satisfy better the needs of administrators. 
3. In order to respond to the reported changes taking place 
in employee work values and to elicit the maximum 
productivity and creativity from management personnel, 
school districts need to know the work values of their 
administrators. 
4. Information on administrator work values can aid in the 
development of an adequate reward system. 
5. An understanding of one's work values can help one 
understand stress factors in the job setting when the job 
setting does not allow one to achieve those job values. 
In order to conduct this research, I would like permission 
from the (Designated District) for its administrators to 
fill out two questionnaires. The first is titled Adminis-
~ ~ Perception Inventory, an instrument originally 
given to CaSA members as part of its validation last August. 
The second is the Ohio l-lork Values Inventory, an instrument 
measuring the work values of administrators. The total time 
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involved in completing the two questionnaires is approxi-
mately 15 to 20 minutes. Confidentiality of the respondents 
will be maintained, and the identity of your district will 
not be disclosed in the reporting of the results. 
would like the administrators to complete the question-
naires during the Spring of 1983. I am hoping to have my 
dissertation completed in late summer or early fall. At 
that time. I will share the resul ts of my research wi th the 
(Designated School District). Additionally, I would be 
happy to be involved in the development of follow-up activi-
ties. 
The method of dissemination and collection of the question-
naires is flexible. These procedures will be finalized in 
conjunction with your district to allow for a minimum of 
disruption in your administrative routines. 
If you or your staff have any questions. please feel free to 
c.ontact I will be looking forward to hearing from you 
after your review of the enclosed materials. I be 
contacted at (numbers given). 
Thank you for taking the time to review this material. am 
hopeful you will find this study worthwhile for (Designated 
District) administrator participation. 
Sincerely 
Jacqueline M. Waggoner 
Enclosures 
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Date 
(Designated Person in District) 
School District 
Dear (Designated Person) 
192 
Thank you, again, for your thoughtful consideration of 
allowing (Designated District) administrator participation 
in this research study. 
I have brought (Designated number) packets of questionnaires 
and addressed them with both our names to facilitate their 
identification upon their return to your office. If 
possible, I would like administrators to return the 
questionnaires within one week of the time they are 
disseminated. At the time it appears that the majority of 
the questionnaires have been returned, please have your 
secretary call, and I will pick them up. 
am looking forward to sharing the results of this study 
with you and your administrators and will gladly participate 
in any follow-up activities. 
Again. thank you so much for your assistance in collecting 
this information. I really appreciate all your help. I 
realize this takes your time and an investment on your 
district's part to extend yourselves to participation in 
research activities. 
I can be contacted at (numbers given). 
contact me if you have any questions. 
Very Sincerely 
Jacqueline M. Waggoner 
Please feel free to 
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Sample Nemos from Districts to Their Administrators 
Reproduced with permission of the copyright owner.  Further reproduction prohibited without permission.
194 
Date 
TO: Administrators 
FROM: (Designated Person) 
RE: Attached Survey Instruments 
The attached survey instruments are being sent to 
part of a District sanctioned external research 
being conducted by Ms. Jackie Waggoner. They 
completed in 20 minutes or less. 
yOll as 
project 
be 
The purpose of the research is to investigate the 
relationship between how educational administrators view 
their work and the values which they bring to the job. It 
is expected that this analysis will help pinpoint sources of 
stress and dissatisfaction for administrators that can be 
dealt with. As such, it represents a potentially important 
contribution to our effort to improve the quality of work 
life within our administrative team and throughout the 
District as a whole. 
Several key points to note in deciding whether to respond to 
these three brief survey instruments are! 
1) Your participation is both completely voluntary and 
anonymous. Please do not give your name and feel free 
to leave any information off the initial job data 
survey that may be uniquely identifying. 
2) The group analysis of the results of this study for 
the District and for the entire sample of districts 
will be made available to individual administrators and 
administrator groups. 
If you choose to respond to these survey instruments, please 
return them through the intradistrict mail system by (date 
and location given). 
Thank you for your consideration and cooperation. 
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MEMORANDUM 
TO: Administrative Staff 
FROM: (Designated Person) 
Re: Approved Study of Administrative Stress and Burnout 
Jackie Waggoner, a doctoral candidate in school administra-
tion, has received permission from (The Superintendent) to 
pursue the collection of data for her degree. Please assist 
Ms. Waggoner in obtaining her data by: 
1) Reading the accompanying cover letter. 
2) Completing the two surveys 
a) Administrator Role Perception Inventory 
b) Ohio Work Values Inventory 
3) Completing the job data sheet. (Job title may be 
general, if yours will identify you.) 
The surveys have been piloted to take no 
minutes. 
than 15 
Please return the materials in the accompanying envelope. 
Seal the envelope for confidentiality. 
Return these envelopes to (designated place) by (date). 
Please know that (Designated District) will receive a 
printout of the aggregated results by next fall. These will 
be shared with you. 
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Date 
To: ALL ADMINISTRATORS 
FROM: (DESIGNATED PERSON) 
We have received a request from Jacqueline M. Waggoner to 
take part in a research project involving administrators 
in Oregon and Washington. It is a follow up on Anne Wax's 
study of last year. 
The (Designated Department) has approved the request and 
while your participation is optional we would like you to 
spend about 15 minutes completing the enclosed questionaire. 
He will receive district results and a copy of the total 
study report in the fall. 
Please return the completed survey to me in the envelope by 
(Date) • 
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NOT ABLE COMMENTS 
COMMENT 1 
An important comment on item 50 (ARPI). I am far more 
skilled now than I was several years ago and should 
therefore be able to have more positive impact. However, I 
have become worn down by the closed, irrational, hidden-
agenda behavior of peers and upper level administrators and 
currently feel more impotent than when I first began in 
administration. In my early years, I believed I could make 
a difference, and I did. My programs have succeeded beyond 
all expectation. I now feel other administrators undermine 
these programs. There is no open discussion. It is 
frustrating when I am not treated by my peers and superiors 
with that same respect I give them. I love working with 
teachers and students, but that joy is more and more under-
mined by frustrations of closed, manipulative administrative 
structures. 
COMMENT 2 
feel that the most time-consuming item in administration 
today is financing. It may also be one of the most stress-
ful as well. I feel I spend far too much time in this area. 
I would much rather spend time in curriculum and in the 
learning process, in different learning styles of students 
and in staff development. I I ve been in education for 25 
years, 11 years as a teacher and 14 years as a principal. 
If I were just entering the world of work and knew what I 
know no\.l, I would change very little. I love working with 
kids, parents and teachers. You never know when your 
dividends will arrive. Just the other day a young mother 
up and s'aid. "I moved to your attendance area my 
kids could go to your school. because you were my grade 
school teacher, and I know you'll see that they get the best 
education has to offer." Wow! what a neat dividend. There 
have been others. This is just the most recent. I look 
forward to coming to work every day. 
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The following are the means and standard deviations 
reported by Wax (1983, p. 75) in her research with members 
of the Confederation of Oregon School Administrators (COSA). 
TABLE LXIX 
PREVIOUS ARPI MEANS AND STANDARD DEVIATIONS 
Subscale 
Expectation 
Mati vation 
Psycho-physical State 
Relationships 
Accomplishment 
Time* 
To ::a1 ARPI 
*Time is an eight-item scale. 
Mean 
28.07 
35.30 
32.96 
39.07 
39.72 
28.68 
175.12 
Standard Deviation 
5.44 
4.71 
6.44 
4.29 
4.14 
4.71 
19.17 
